Factors Associated With the Effectiveness of Leaders in Black Rural Communities. by Williams, Leodrey
Louisiana State University
LSU Digital Commons
LSU Historical Dissertations and Theses Graduate School
1975
Factors Associated With the Effectiveness of
Leaders in Black Rural Communities.
Leodrey Williams
Louisiana State University and Agricultural & Mechanical College
Follow this and additional works at: https://digitalcommons.lsu.edu/gradschool_disstheses
This Dissertation is brought to you for free and open access by the Graduate School at LSU Digital Commons. It has been accepted for inclusion in
LSU Historical Dissertations and Theses by an authorized administrator of LSU Digital Commons. For more information, please contact
gradetd@lsu.edu.
Recommended Citation
Williams, Leodrey, "Factors Associated With the Effectiveness of Leaders in Black Rural Communities." (1975). LSU Historical
Dissertations and Theses. 2902.
https://digitalcommons.lsu.edu/gradschool_disstheses/2902
INFORMATION TO USERS
This material was produced from a microfilm copy of the original document. While 
the most advanced technological means to photograph and reproduce this document 
have been used, the quality is heavily dependent upon the quality of the original 
submitted.
The following explanation of techniques is provided to help you understand 
markings or patterns which may appear on this reproduction.
1. The sign or "target" for pages apparently lacking from the document 
photographed is "Missing Page(s)". If it was possible to obtain the missing 
page(s) or section, they are spliced into the film along with adjacent pages. 
This may have necessitated cutting thru an image and duplicating adjacent 
pages to insure you complete continuity.
2. When an image on the film is obliterated with a large round black mark, it 
is an indication that the photographer suspected that the copy may have 
moved during exposure and thus cause a blurred image. You will find a 
good image of the page in the adjacent frame.
3. When a map, drawing or chart, etc., was part of the material being 
photographed the photographer followed a definite method in 
"sectioning" the material. It  is customary to begin photoing at the upper 
left hand corner of a large sheet and to continue photoing from left to 
right in equal sections with a small overlap. If necessary, sectioning is 
continued again — beginning below the first row and continuing on until 
complete.
4. The majority of users indicate that the textual content is of greatest value, 
however, a somewhat higher quality reproduction could be made from 
"photographs" if essential to the understanding of the dissertation. Silver 
prints of "photographs" may be ordered at additional charge by writing 
the Order Department, giving the catalog number, title, author and 
specific pages you wish reproduced.
5. PLEASE NOTE: Some pages may have indistinct print. Filmed as 
received.
Xerox University Microfilms
300 North Zeob Rood
Ann Arbor, M ichigan 48106
FACTORS ASSOCIATED WITH THE EFFECTIVENESS OF LEADERS 
IN BLACK RURAL COMMUNITIES
A Dissertation
Submitted to the Graduate Faculty of the 
Louisiana State University and 
Agricultural and Mechanical College 
in partial fulfillment of the 
requirements for the degree of 
Doctor of Education 
in
The Department of Extension Education
by
Leodrey Williams
B.S., Southern University, 1961 
M.S., Louisiana State University, 1970 
December, 1975
ACKNOWLEDGEMENTS
The author wishes to express his indebtness to all who assisted 
in the conduct and successful conclusion of this study.
The author is grateful to Dr. Jesse N. Stone, Jr. and Dr. G. Leon
Netterville, Jr., President and President Emeritus respectively of 
Southern University, Mr. John A. Cox, Director and Mr. Ashford 0. 
Williams, State Agent, Cooperative Extension Service, for approving 
the time necessary to complete this study.
The author is especially grateful to Dr. J. H. Jones, Jr.,
Chairman of his Graduate Committee, for his interest and guidance 
through all stages of this study. He is also grateful to Dr. Edward
W. Gassie, Dr. Bruce Flint, Professors, Extension Education, Dr. Alvin
L. Bertrand, Professor and Chairman, Department of Rural Sociology, 
and Dr. Leo J. Guedry, Associate Professor, Agricultural Economics and 
Agribusiness, for serving on his graduate committee and providing 
encouragement and assistance throughout his graduate program.
The author is deeply indebted to Dr. Satish Verma, Assistant Pro­
fessor, Extension Education, for special assistance in preparing the 
data for analysis and presentation.
The author is also grateful to Dr, T. T. Williams, Administrative 
Assistant to the President and Director of 211D Project Funds at 
Southern University for financial assistance during his extended leave-
ii
wlthout-pay in order to complete the course requirements and collect 
data for this study, and Dr. Doris Rivers, Deputy Assistant Administra­
tor for Rural Development, Extension Service, Washington, D. C. , for 
providing the initial means for conducting the leadership training 
program that interested the author in the study.
The author is indebted to Dr. Raymond Bridges, Project Director 
and Mrs. Gloria Gilmore, Research Assistant, for providing background 
information on community leaders and the leadership training program 
that was observed in this study.
A special note of thanks goes to Mrs. Julia Jackson and 
Mrs. Sandra Roberts for typing special reports and assisting with 
the initial copy of this report, and to Mrs. Doris Douglas for her 
tolerance and efforts in typing the final copy of this study.
The community leaders who were subjects of this study are due a 
special note of thanks for their cooperation.
Greatest appreciation is due his wife, Janice, for her sacrifice 
and support, and his children, Christopher, Crystal and Erica for their 
love and understanding while the study was being completed.
ill
TABLE OF CONTENTS
Page
ACKNOWLEDGEMENTS .......................................
LIST OF TABLES .......................................
LIST OF APPENDICES ....................................
ABSTRACT ..............................................
CHAPTER I
I. INTRODUCTION .................................  1
Statement of the Problem ....................  6
Purpose of the Study  .............  8
Objectives of the S t u d y .....................  9
II. THEORETICAL FRAMEWORK .....................  10
Community Development and Rural Trends . . 10
Community Leadership ......................... 14
Leadership Development .....................  22
III. M E T H O D O L O G Y ..................................  28
Research Design .....................  29
Development of the Interview Schedule . . .  31
Collection of Data ......................... 32
Analysis of Data   33
IV. ANALYSIS OF DATA   36
Organization Participation and Leader Role
Importance . . . . . . . .  37
Community to Which Leaders Belong . . .  38
iv
Page
Community Lived In and Leader Roles . . .  38
Community Lived In and Organizational
Participation ........................... 39
Years Lived In Community and Leader Roles . 40
Years Lived In Community and Organizational
P a r t i c i p a t i o n .................... 41
A g e ................................ 41
Age and Leader R o l e s .......................  42
Age and Organization Participation . . .  42
S e x ..........................................  42
Sex and Leader R o l e s ........................ 43
Sex and Organization Participation . . .  44
Marital Status ...............................  44
Marital Status and Leader Role . . . .  44
Marital Status and Organization
Participation . . . . . . . . .  45
Employment Status ........................... 45a
Employment Status and Leader Roles . . . 45a
Employment Status and Organization
Participation ........................... 46
Family Size and Leader R o l e s .............  47
Family Size and Organization
Participation ........................... 48
Education..................................... 48
Education and Leader Roles ................. 49
Education and Organization Participation . 50
v
Page
I n c o m e ..................................... 50
Income and Organization Participation , 50
Leader Influence .......................  50
Inside Community Influence, Leader Role
and Organization Participation . . 51
Outside Community Influence, Leader Role
and Organization Participation . , 51
Leader Contacts with Elected Officials . 52
Feeling of Obligations ...................  53
Leader Competency in Parliamentary
P r o c e d u r e s ............................  55
Attendance at Meetings ................. 56
Impact of the Leader Training Program . . 57
Helpfulness of Training Program . . . .  60
Leader Roles in Selected Community
P r o j e c t s ..............................  61
Contacts with Elected Officials . . .  63
Leader Competency in Parliamentary
P r o c e d u r e s ............................  65
Leader Perception of Conmunity Problems . 66
Importance of Leader Role in Training
Environment............................  69
V. SUMMARY AND CONCLUSIONS
Summary   . . . . .  72
Purpose of the Study    72
M e t h o d o l o g y ...............................  72
Specific Objectives . . . . . . .  73
vi
Page
Years Lived in the Community ...........  74
A g e ...............................................  74
S e x ...............................................  74
Marital Status .................................  74
Education........................................  75
Employment Status ...............................  75
I n c o m e ..............    75
Contacts with Elected Officials ................ 76
Obligations of Leaders Toward Community
Development Activities ......................  76
Parliamentary Procedures ......................  76
Impact of Leader Training Program .............  77
Conclusions......................................  78
Profile of Black Community Leaders who are
Likely to Play Important Roles in Community 
Development Projects and Participate in 
Community Organizations .............  . . .  78
Implications for Leadership Development
in Extension Education Program .............  79
Implications for Further Research .............  80
BIBLIOGRAPHY ................................................  82
APPENDICES................................................... 86
V I T A ............................................................ 131
vii
LIST OF TABLES
Table Page
I. A Comparison of the Role of Leaders in Two 
Selected Community Development Projects 
According to Community Lived in,
Louisiana, 1975   39
II. A Comparison of the Organizational Partici­
pation by Leaders in Selected Louisiana 
Communities, 1975   40
III. A Comparison of the Role of Leaders in Two 
Selected Community Development Projects 
According to the Number of Years Lived 
in Community, Louisiana, 1975   41
IV. A Comparison of the Role of Leaders in Two
Selected Communities Development Projects 
According to Age in Selected Louisiana 
Communities, 1975   42
V. A Comparison of the Role of Leaders in Two 
Selected Community Development Projects 
According to Sex in Selected Louisiana 
Communities, 1975   43
VI. A Comparison of the Organization Participa­
tion of Leaders According to Sex in 
Selected Louisiana Communities, 197 5 . . 44
VII. A Comparison of the Role of Leaders in
Selected Community Development Projects 
According to Marital Status in Selected 
Louisiana Communities, 1975   45
VIII. A Comparison of the Organizational Participa­
tion of Leaders According to Marital Status 
in Selected Communities, Louisiana, 1975 45a
IX. A Comparison of the Role of Leaders in Two 
Selected Community Development Projects 
According to Employment Status, Louisiana 
1975 ......................... 46
viii
XI.
XII.
XIII.
XIV.
XV.
XVI.
XVII.
XVIII.
A Comparison of the Organization Participation 
of Leaders According to Employment Status 
in Selected Louisiana Communities, 1975 47
A Comparison of the Role of Leaders in Two 
Selected Community Development Projects 
According to Size of Family, Louisiana,
1975   48
A Comparison of the Role of Leaders in Two 
Selected Community Development Projects 
According to Education, Selected 
Louisiana Communities, 1975   49
Relationships Between Importance of Leader 
Roles and Organization Participation 
and Community and Outside Community 
Influences Exerted by Leaders,
Selected Louisiana Communities, 1975 51
Relationships Between Organization Partici­
pation and Importance of Leader Roles 
and Leader Contacts With Elected Offi­
cials in Selected Louisiana Communities,
1975   52
Relationship of Leader Roles and Organization 
Participation of Leaders With Feelings 
of Obligation Toward Selected Activities 
in Selected Louisiana Communities, 1975 54
Relationships Between Leader Competency in 
Parliamentary Procedure, Organization 
Participation and Role Importance of 
Leaders, Selected Louisiana Communities,
1975   55
Relationships Between Regularity of Attending 
Meetings, Organizational Meetings, Parti­
cipation and Role Importance of Leaders,
Selected Louisiana Communities, 1975 56
A Comparison of the Educational Status of 
Selected Louisiana Community Leaders 
Involved in a Leader Training Program 
Utilizing Different Training Environment, 58
1975
ix
XIX. A Comparison of the Employment Status of
Community Leaders Involved in a Leader 
Training Program Utilizing Different 
Training Environments, Louisiana, 1975
XX. A Comparison of Selected Louisiana Community 
Leaders Involved in a Leader Training 
Program Utilizing Different Training 
Environments, According to Income, 1975
XXI. A Comparison of Selected Louisiana Community 
Leaders Involved in a Leader Training 
Program Utilizing Different Training 
Environments, According to Occupation,
1975 ...........................
XXII. A Comparison of Selected Louisiana Community
Leaders Involved in a Leader Training Pro­
grams Utilizing Different Training 
Environments, According to Perceived 
Helpfulness, 1975    .
XXIII. A Comparison of Selected Louisiana Community 
Leaders Involved in a Leader Training 
Program Utilizing Different Training 
Environments, According to Importance of 
Leader Role in Voter Registration Project
XXIV. A Comparison of Selected Louisiana Community 
Leaders Involved in a Leader Training 
Program Utilizing Different Training 
Environments, According to Importance 
of Leader Role in Church Improvement 
Project, 1975.... .........................
XXV. A Comparison of Community Leaders Involved 
In A Leadership Development Program 
Utilizing Different Training Environ­
ments According to Contacts with Elected 
Officials, Selected Louisiana Communi­
ties, 1975 ..........................
XXVI. A Comparison of Community Leaders Involved in 
a Leadership Development Program Utilizing 
Different Training Environments According 
to Competency in Parliamentary Procedure 
in Selected Louisiana Communities, 1975
XXVII.
XXVIII.
A Comparison of Selected Louisiana Community 
Leaders Involved In a Leader Training 
Program Utilizing Different Training 
Environments, According to Status of 
Problems Before and After Training Pro­
gram, 1975 ...........................
A Comparison of the Importance of the Role 
of Leaders in Two Selected Community 
Development Projects According to 
Training Environments, Louisiana, 1975
LIST OF APPENDICES
Appendix Page
A. The Interview S c h e d u l e ..................... 86
B. Parish Maps Showing Communities
Involved   100
C. Membership/Officership in Community
Organizations   102
D. Role of Leadership by Attendance
at Meetings   104
E. Leadership Roles and Group Dynamics . . . .  106
F. Facts About Your C o m m u n i t y ................  115
G. List of Agencies Participating in
Leadership Training Program .............  130
xii
ABSTRACT
The primary purpose of this study was to investigate the extent 
of participation of black leaders in existing community organizations 
and determine their roles in selected comnunlty development projects.
A secondary purpose of this study was to determine the impact 
that an organized intensive leadership training program had in the 
development of black community leaders. It was also intended to 
reflect the knowledge that leaders have of leadership roles, and 
characteristics associated with their participation in community 
projects and organizations.
The study was limited to six rural communities in two Louisiana 
parishes, namely, East and West Feliciana. The communities included 
in the study were selected mainly because they were predominantly 
rural, predominantly black and the income of the population was gen­
erally low.
Chi-square was used to test for differences in importance of 
leader roles in relation to selected personal characteristics of 
leaders.
Least squares regression was used to test differences in organ­
ization participation of leaders considering the several factors in­
cluded in the study.
Simple linear correlation procedure was used to determine rela­
tionships between selected continuous independent variables and (a) 
organization participation and (b) a summary score on leader role 
considering two community projects together.
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It was observed that leaders In the communities studied had re­
sided there continuously for an average of 37 years but was not 
statistically significant as far as their roles in community projects 
and participation in conmunity organization was concerned. The range 
of age of leaders was 23 to 85 years with a mean age of 56. Older 
leaders tend to play a "more important" role in community projects, 
but this was not statistically significant. In regard to organiza­
tion participation, older leaders tend to participate to a greater 
extent than younger leaders and the difference was statistically 
significant. Female leaders tend to play a more active role in 
community projects than male leaders. This difference was statis­
tically significant in both of the projects considered. Female 
leaders also tend to participate more in community organizations 
but the difference was not statistically significant. Seventy 
percent of the leaders participating in the study were married, 
while 30 percent were single, divorced, or widowed. The role of 
leaders in community organizations was found to be statistically 
significant according to marital status.
It was also observed that leaders who played a "more impor­
tant" role in community projects and participated more readily 
in community organizations also had a higher level of education, 
higher income, higher employment rate, and had more contacts 
with elected officials than the average citizens in their com­
munities. Leaders who played "more important" roles in commun­
ity development projects and attended organizational meetings
xiv
regularly also felt highly obligated to perform various leadership 
activities and possessed a high degree of competency in parliamentary 
procedure.
In the leader training program, three different training environ­
ments were tested as to their effect on leadership development. The 
training environments studied were: (1) community only, (2) com­
munity and university, (half and half), and (3) university only. 
Leaders from one community in each parish received training in 
each of the three environments. It was observed that differences 
in importance of leader role by training environment were found to 
be statistically non-significant. Problems mentioned by leaders 
before training began had diminished greatly after training for 
leaders receiving training in each training environment. This 
would imply that location of leaders training programs, either 
within a community or outside of the community, is not likely to 
significantly influence the outcome of such educational efforts.
The study has provided a profile of community leaders that 
are likely to participate in community development projects. 
Suggestions were offered for utilizing the findings of this study 
in Extension Community Development and for further research in 
leadership development programs.
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CHAPTER I
INTRODUCTION
Rural Demographic Trends
There Is a tremendous need for more adequate leadership 
training all across rural America and In the agencies serving It. 
Training is needed In leadership development —  training that gets 
to the root of the problems in leadership for the development of 
educational programs with specific audiences on specific subjects 
relevant to their situation (36, pp. 87-90).
As described by Hobbs and Powers (21, p. 5), leadership is 
interpersonal influence, exercised in a situation and directed, 
through the community process, toward the attainment of a specific 
goal or goals. There are many concepts of leadership, some of 
which will be discussed in other parts of the study, but this one 
encompasses the key elements of the process.
Maybe it would be advisable to take a brief look at Rural 
America and the recent trend in the shifting of population in our 
country. This trend indicates to the writer that there will be a 
more urgent need for adequate leadership training programs and more 
leaders involved at the grassroots level in planning and seeking 
solutions to problems that affect the rural areas.
2Rural areas have long provided the necessary numbers for an 
expanding urban population, and research has concentrated on this 
dominant type of migration. Little notice has been taken of move­
ments to rural areas. Recently the rise of alternative life styles 
has created an interest In rural-directed migration (48, pp. 1-2).
While the details of migration vary, rural migration is 
basically rural to urban and back to rural; and new migration is 
divided between urban to rural and rural to urban. New migrants are 
older than returning migrants and the period during which returning 
migrants are absent appears to be expanding.
Beale (16, pp. 3-5) observed that since 1970, the pattern of 
population distribution and migration in the United States has 
altered significantly from earlier decades. In contrast to the 
enormous outpouring of population from rural areas during the decades 
of the 1940's and 1950's, rural to urban migration began to abate and 
even to reverse itself in many places. From 1970 to 1973, nonmetro­
politan counties actually grew faster in population than did metro­
politan counties in the United States as a whole. While the national 
population in this period was growing at the rate of 3.2 percent, the 
population increased by 2.9 percent in metropolitan counties and 4.2 
percent in nonmetropolitan counties.
Two other kinds of situations have been operating to enhance popu­
lation retention in nonmetropolitan counties. One is a decline in 
heavy dependence on agriculture for a livelihood, and the other is
3reduced out-migration from counties of predominantly black population 
in the South. While heavy agricultural counties are still declining 
in population, the rate of decline has slowed, and the numbers of 
people involved are too small to have much effect on national trends. 
Similarly, in the predominantly black areas of the South, net out­
migration has decreased from an average of 46,000 persons per year 
in the 1960's to 20,000 in the 1970's.
Leadership Development
Such terms as leadership, leadership development, leader train­
ing and community development are widely used by both professional 
and lay people. They are also used by people in a wider range of 
occasions or situations. Niederfrank (34, pp. 1-4) states that in­
sufficient understanding and Inaccurate use of these concepts imply 
probably the first basic problem in training for leadership develop­
ment. Many of the problems that arise in conducting effective 
leadership development programs stem at least partially from the 
limited or inadequate treatment of the leadership aspects of a given 
program.
Leadership is a social science concept, referring to the social 
relationships and roles among persons in a given society or social 
situation.
Community development specialists know that one of the early 
steps in adequate planning of an educational or action program, which 
requires the response of people, is to analyze the social situation,
4especially the leadership or power structure of a given society or 
group. Utilizing and relating to this leadership as one works with 
people in developing and carrying out programs is an integral feature 
of educational and social change efforts.
Leadership is a process; it is influencing the attitudes and 
behavior of one or more persons, individual or group, directed toward 
the attainment of goals —  both self-oriented and group-oriented 
goals. Leadership is not merely something that is inherited. It 
involves the possession of skills and knowledge learned and the ability 
to communicate skills and knowledge known. It is more than being good 
in something. It is three-dimensional. The first dimension Is the 
personal characteristics of the leader or potential leader; second, 
the internal and external group relationships, and third the problem 
situation. The personal dimension refers to the physical and other 
traits of the individual. The second refers to the feeling and group 
dynamics within and between groups, the cliques or subgroups, tension, 
etc. The third dimension refers to the emergence of new leadership 
out of a crisis or problem situation.
Leadership is not uniform insofar as content and audience are 
concerned. Niederfrank (24, pp. 2-4) reports that there are different 
leadership positions or types of roles, each with its requirements as 
to knowledge, skills, relationships, and responsibilities or functions. 
These leadership types are classified as: (1) Organizational leader­
ship, (2) Subject-teaching leadership, (3) General overall community
5leadership, (4) Opinion or Legitimation leadership, (5) Governmental 
leadership, (6) Action or service leadership and (7) Informal leader­
ship. Many times a person may function in two or more of these 
categories.
Leadership development implies growth or progress on the part of 
the leaders to exercise leadership or perform given leadership respon­
sibilities. Therefore, leadership development is the basic concept 
in attempting to train for effective leadership.
This growth or development may occur in different forms. It may 
be expressed in different kinds of leadership positions or activities 
as one moves up in the hierarchy of positions in an organization or 
community. It may be expressed in improved quality of work done 
within a given position or role. It may also be expressed in the per­
sonal gains to the leader himself as he grows in knowledge, personal 
adjustment and status or influence.
True leadership training is simply training to help people grow 
in ability to exercise leadership, to aid one in becoming a better 
leader in regard to relevant relationships, knowledge and skills as 
applied to a given leadership position or function.
Many Extension agents, teachers, researchers and practitioners are 
expected to help others understand or implement conmunity, economic, 
rural, human resources, nonmetropolitan, regional, or some other type 
of development. Confusion exists because the concept "development" 
does not mean the same to all concerned. "Development" as used in 
this study, may be defined as a process in which increasingly more
6members of a given area or environment make and implement socially 
responsible decisions, the likely consequence of which is an in­
crease in the life chances of some people without a decrease in the 
life chances of others (40, pp. 61-62).
The terms "community resource development" or "community 
development" are just two of many such terms used to describe a 
variety of processes and situations that deal with the action of 
people in groups to bring about change. An equal list of terms can 
be made of the roles that are performed by individuals who attempt 
to influence these processes and situations whether as developers, 
persuaders, change agents, or educators (2, pp. 44-45). From an 
educational standpoint, as explained by Wietzell (45, pp. 10-16) 
and Robertson (42, pp. 49-51), community resource development is 
the process of providing motivation, educational guidance, and 
organizational and technical assistance to group action citizen 
committees and organizations. Specifically, it is the bringing 
about of economic and social change through enlightened group ac­
tion. The aim is to reach people that need assistance most and to 
involve them in projects for their own good. This concept of 
community resource development is also substantiated by Sargent 
(43).
Statement of the Problem
The United States Census of Population: 1970 (29, pp.20-40) 
shows that twenty-nine parishes (counties) in Louisiana decreased
7in population between 1960 and 1970. The rural-to-urban migration 
was anticipated and is not peculiar to Louisiana.
The out-migration of people from rural areas has affected the 
leadership structure and leader competence in rural comnunities 
and small towns. Those leaders with superior abilities and initia­
tive have, in many instances, moved elsewhere in search of a better 
life. This suggests that the leadership that emerges to fill the 
vacuum created by those leaders that moved away may not be able to 
maintain community status quo —  much less advance the community.
Beale's (16, pp. 3-15) recent finding of population growth in 
rural areas has had little or no visible effect on the leadership 
structure in the rural communities of Louisiana. Population growth 
in rural communities will serve to enhance the need for effective 
local leadership and may also afford a greater source of comnunity 
leaders.
It is difficult for Extension or any educational agency to 
develop self-reliant communities without developing in the people 
the ability to perform the leadership roles needed to achieve 
individual and group goals. This is especially true in low-income 
communities —  and is evident by the failure of low-income farm and 
non-farm families to fully utilize the many services that are made 
available by agencies to help them achieve an improved standard of 
living.
The Southern University-Louisiana Cooperative Extension Service 
is attempting to solve the problem of low-income people in rural
8communities through Its community resource development efforts.
Much time and effort are spent In developing the Indigenous leader­
ship to the point that they feel competent to assume the leadership 
roles needed to achieve individual and group goals.
The heart of the problem in this study hinges on the lack of 
adequate involvement (participation) of community leaders in 
development programs that affect the standard of living in low-income 
black communities. There is a lack of information as to how effective 
an intensive leadership training program can be in motivating leaders 
to the point of becoming actively involved in community efforts. More 
information is needed on what factors are conducive to developing 
effective leaders in rural low-income communities and how these factors 
can be used to maximize leader effectiveness.
Purpose of the Study
The primary purpose of this study was to investigate the extent 
of participation of leaders in existing black community organizations 
and determine the roles of community leaders in selected community 
development projects.
A secondary purpose of this study was to determine the impact that 
an organized intensive leadership training program had in the develop­
ment of community leaders, and to document the efforts and success of 
these leaders in implementing development programs into their respec­
tive communities. It was also intended to reflect the knowledge that 
leaders had of leadership roles, and characteristics associated with
9their participation in community projects and organizations.
Specific Objectives of the Study
1. To determine the roles of black community leaders in 
selected community development projects.
2. To determine the extent of participation of community 
leaders in existing black community organizations.
3. To evaluate the effects of different training environments 
on the development of leaders in a leadership training 
program.
CHAPTER II
THEORETICAL FRAMEWORK
Community Development and Rural Trends
The study of leadership has received considerable attention 
in the past, but little of this attention has been concerned pri­
marily with leadership in predominantly black communities.
This study is concerned with leaders and leadership develop­
ment In predominantly black communities even though two of the 
leaders involved in the study are white.
A large percentage of blacks have migrated from rural communi­
ties to urban areas as a regular trend for decades. Beale (33, 
pp. 303-304) has observed that among urban blacks 50 years old or 
older, a third were of rural migrant origin.
Community leaders In this study are defined as those persons 
named most often as such by a random sample of community citizens in 
an earlier leadership identification study. These are the persons 
(leaders) coiranunity citizens said they go to for advice and depend on 
for initiating improvement projects in the community. These are the 
persons depended upon for providing the leadership for any action 
oriented programs in the community.
Perhaps at this point, we should pause and ask: What is a
community? The community has been described by Davis (7, p. 31) in
terms of "social competence" as being the smallest territorial group
10
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that can embrace all aspects of social life. It is a local group 
broad enough to Include all the major Institutions, all the statuses 
and interests that make a society.
Bertrand (5, p. 151) has defined a community as "a social system 
that encompasses a sufficient number of institutionalized social struc­
tures for individuals, groups and organizations to satisfy their needs 
through the formation of symbolic role relationships that cut across 
the total system structure. It Is the smallest unit of social struc­
ture which can maintain itself."
In a major step to improve the delivery of its services to rural 
areas, the Department of Health, Education and Welfare (HEW) estab­
lished in June, 1973, an Office of Rural Development (ORD), under the 
supervision of the Assistant Secretary of Human Development. ORD Is 
providing within the Department a focus for all HEW concerns relating 
to rural development and is the Department's official link to other 
executive branch departments in support of the Rural Development Act's 
mandate for inter-governmental coordination in rural development. ORD 
has been directed to identify barriers to the delivery of HEW services 
in non-metropolitan areas; to design and recommend human services de­
livery systems for these areas; to coordinate HEW efforts with other 
Federal agencies for the purpose of delivering human services to tar­
get areas; and to represent the Department on interdepartmental task 
forces concerned with rural development (27, pp. 2-3).
To augment the rural development coordinating capability of the 
Secretary of Agriculture, an Interdepartmental Assistant Secretaries 
Working Group for Rural Development was established with representation
12
from the Departments of Health, Education and Welfare; Housing and 
Urban Development; Defense; Labor; Commerce; and Transportation and 
Environmental Protection Agency and the Small Business Administration; 
plus other departments and agencies having responsibilities that re­
late significantly to rural development. The Group 1b chaired by the 
Assistant Secretary of Agriculture for Rural Development and is work­
ing to develop rural development policies and strategies to further 
the efforts of the executive branch in accomplishing Improved and ex­
panded services to rural America (27, p. 4).
Technological progress and scientific developments have provided 
the United States with an almost unbelievable agricultural abundance.
In 1900 one farmer fed seven people. By 1950 one farmer, with the aid 
of science and technology, fed between 15 and 16 people. In 1968, with 
the aid and knowledge of thousands of scientists, suppliers and pro­
cessors, one farmer suppored about 42 people. As a result of this, the 
farm population had decreased to twelve million persons and has con­
tinued to decrease. This figure represented about six percent of the 
total population (18, p. 83).
As the shift from a small family farm to a commercial ideology 
continued, people in the farming areas adjusted by migration, part- 
time farming, weekend farm residence coupled with urban employment, 
and by emphasis on industrialization. In many areas these adjustments 
did not proceed rapidly enough to prevent dysfunctional relationship 
according to a Southern Cooperative Series Bulletin (28, pp. 7-8).
This finding was also echoed by Beale (33, pp. 302-304). As stated 
by Merlon (12, p. 198) "actions based on training and skills which 
have been successfully applied in the past may result in inappropriate
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responses under changed conditions.:
Bellows has suggested that we need now, perhaps more than ever be­
fore, a style of leadership which will emphasize moral principles and 
the freedom and dignity of men. Such leadership must have survival 
values for education, labor and Industry (3, pp. 3-4).
Survival means progress. Perhaps, at first glance, survival 
would seem to mean "to remain the same." Ordinarily, we would expect 
adequate results from merely holding what we now have. Today, this 
will not work because of the dynamic way of the world around us. Sur­
vival requires keeping up with the times; preserving what we have is 
not enough. It is not enough because what we do is relative to what 
others are doing.
Bellows (3, pp. 3-12) gives several examples as to why to stand 
still means to perish:
1. In international relations, an agressor nation, through pro­
gressive research, development, and organization of resources, 
can accumulate armaments sufficient to cripple all other na­
tions and contain the resources that remain.
2. In business and industry, if one company does not progress in 
step with other companies, it cannot survive. It will fail, 
as scores of businesses do each week, and the activities will 
be conducted by other companies.
3. The problem confronting education is tremendous. If ever 
present level of adequacy is to continue, progress is urgent. 
Leadership, the marshalling of human resources to result from 
mutual goals and understanding, is the key to these problems.
4. In the labor organizations, which have done much for general 
community welfare, there is need for harmonious management 
for integration within. There is also need for mutual goals 
and understanding with outside agencies, including private
uenterprise. In the areas mentioned above, the status quo 
will result in disintegration and decay.
Our changing times require a new style of leadership. Technologi­
cal advances have brought about vast changes in our way of life. Leader­
ship problems have also changed and are changing a great deal from day- 
to-day. Each year there are more young families than the year before 
and more challenges to the human relations skills of everyone. One of 
the essentials of effective leadership is that it must further the free­
dom and dignity of men (24, p. 16).
For centuries leadership was in the nature of inheritance. Leaders 
were born, not made. Leadership was thought of as being a monopoly of 
the aristocracy. With the overthrow of the feudal nobility and the rise 
of equalitarian democracy, the emergence of a new leadership demonstrated 
that leaders are made, not born. Leadership, it appeared, could be 
learned. Those qualities which permitted an individual to become or re­
main a leader were often assumed to be unique. This gradually took form 
as the "great man" theory which stated that it was man of distinctive 
stamp, predestined by their possession of unusual traits who led events 
and molded situations (13, pp. 17-18).
Community Leadership
Different views of leadership suggest that situations may differ in 
their demand for the kinds of persons to fill leadership positions.
Holik and Claycomb (37) described two concepts of leadership held by 
many community leaders In Missouri. One concept was that leadership is 
a bundle of personality traits possessed by people who are influential
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The other viewpoint described leadership as a bundle of activities 
performed by persons designated as leaders. As a part of the informa­
tion gathering process, the interviewers asked two questions: (1) What
is a leader? and (2) What is leadership? Regardless of which question 
was asked first, the first response of conmunity leaders was a vague 
statement that "leadership exists in a super-talented, extraordinary 
individual who is a rare combination of limitless knowledge, superior 
ability, abounding in experience, and has the gift of getting things 
done while winning friends and influencing people" (37).
The area of leadership is so broad until perhaps no two individuals 
would have exactly the same concept of the term. Some popular concepts 
of a leader are: "A leader must have a burning desire for better things
for the community or group he leads." "A leader is a person who doesn’t 
think of himself, but of others." This is demonstrated by the fact that 
he gave his time in becoming involved in community improvement. "A 
leader is someone who is always there to help, not because of personal 
glory, but for the enjoyment of seeing his community improve." "The 
leader then is not concerned with who gets the credit, but simply that 
the job gets done." A leader then is someone who not only recognizes the 
needs, but is willing to give of himself and time. "A leader is someone 
who will start a program and keep the program rolling while maintaining 
the interest of the people." Whenever the word "influence" is connected 
with leadership, it ties together all terms which describe leadership as 
personality. Influence is used here in the sense that a leader is a 
person who possesses the ability to stimulate people to action (13, pp. 236- 
39).
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Research In adult education clearly shows, at least in terms of 
informal and non-credit agencies, that: (1) the situation and the
problems inherent in it must be taken into account along with the 
objectives, interests and needs of the people; (2) the participation 
of local people in the development of the program on the basis of 
facts should be secured; and (3) the planning itself should become 
an educational process which will assist people to analyze their 
own problems and decide on these steps which will help toward their 
solution through education (6, pp. 133-40). These views are also 
expressed by Flint for Extension program development (20, p. 3).
The writer believes strongly in the concept that active leader­
ship is characteristic of groups that determine their own activities 
while passive leadership is characteristic of groups whose activities 
are externally imposed. Therefore, it is reasonable to agree that 
participation in program development provides opportunity for active 
leadership development.
If we, as educators, are to be successful in identifying and 
developing effective leadership in communities with limited resources 
we must thoroughly consider the values held by the community leaders 
involved. The writer feels that "values" play such an important role 
in the development of leaders that it is deemed necessary to treat the 
concept with more than a mere mention.
To adequately discuss the importance of "values" it is imperative 
that related concepts be dealt with as well. These concepts are: 
beliefs, attitudes, motivation and involvement (participation), and
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application of these related concepts In effecting changes in Exten­
sion Programs. Community leadership development has been more or less 
singled out in this study but the basic ideas would remain the same in 
any other area of Extension Work.
Values affect action. Even when people's basic physical needs are 
barely being met, one of the most powerful needs affecting them is that 
for self-esteem or dignity. People resist being manipulated. They 
struggle against having their situation determined by others. People 
try to be active rather than passive.
It is true that Extension Education Programs must be based on 
"needs". The question is, whose needs? How are these needs identi­
fied? How and where do you begin identifying them?
How can an Extension community resource agent systematically 
assess the community or area in which he works so he can better know 
the community's needs and problems —  gaps between what Is and what 
should be?
In answer to these questions, Extension Educators must divide 
programming situations into more understandable, manageable components 
through "situation analysis" (38).
In this situation analysis, the educator must focus on identifying 
people’s needs, not things or communities or other impersonal factors. 
This analysis must be based on people's thoughts and actions. All our 
thoughts can be categorized into beliefs, attitudes or values. Of these 
three thought types, the writer suggests analyzing programming situa­
tions according to the prevalent societal values because our values
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give meaning, perspective, and importance to the needs, new technical 
ideas, or actions we experience.
What are Values? They are underlying, centrally located, abstract 
ideals we have. They are our conceptions of desirable states of affairs 
or biases, our standards, or bases for justifying our actions. Values 
are not tied to any particular object. They are feelings of emotional 
mental thoughts useful as guiding principles. They are benchmarks or 
assumptions that support further logical thought (35).
Williams (46) strongly supports using people's values for catego­
rizing situation analysis to identify needs when he states:
"Values are not the same as needs, desires or motives 
for everyone at some time has desires that he judges nega­
tively, and one may evaluate highly for others, a condition 
he himself does not desire to attain or experience. There 
would be no human values were men not energetic organisms, 
but "energy" alone cannot generate the standards we call 
values. The remarkable thing is, rather, that values can 
"steer" or canalize or actually "define" powerful needs 
and gratification in ways far removed from biological 
prompting".
In Bertrand's (4, pp. 74-75) distinction between values and beliefs, 
he discussed how the two are confused because of their close relationship, 
but they must be distinguished if values are to be understood properly. 
Beliefs are convictions that some explanation or description is real or 
factually true. Beliefs do not have to be empirically verifiable. The 
chief distinction he makes between values and beliefs is: beliefs are
ideas about those things considered facts, that is, about which know­
ledgeable persons in a given society sharing a common culture will enter­
tain no dispute. Values are feelings about what is desirable or 
undersirable, or what should or should not exist.
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In conducting leadership development programs and identifying 
community problems, the subject of "more jobs" is likely to be dis­
cussed. Job creation is at the heart of economic development in a 
community. Americans are work oriented. They want jobs that will 
enable them to earn Income sufficient to support a reasonable level 
of living. When people have good jobs, they have the money to provide 
for their families and the enthusiasm to build and improve the com­
munity where they live. They also have a tax base with which to pro­
vide public services. The purpose of economic development is not to 
"steal jobs" but to develop new jobs within the range of those for 
which they are intended (26, pp. 21-23).
The educational approach that this study deals with focuses on 
trying to broaden leaders' views of the community and its needs. The 
attempt is to show leaders how Extension programs and the programs of 
other agencies can contribute to the well being of the community and 
its citizens, even though the economic payoff may be indirect or minor.
One of the newer approaches to leadership revolves around the 
concept that leadership is specific to different situations and that the 
factors which give rise to leadership in one situation may not be the 
same for those required of the leader in another situation. Leadership 
thus, is the ability to achieve in a specific area that has importance 
for a given group. It is recognized that various abilities are valued 
differently by different groups, that leaders embody the ideas of the 
group in which they live, and that leadership is relative and varies
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according to the nature and function of the group led (9, pp. 7-10).
Stogdill (44), in his study of personal factors associated with 
leadership, stated that "the leader is a person who occupies a posi­
tion of responsibility in coordinating the activities of the members 
of the group in their task to attaining a common goal". A person does 
not become a leader by virtue of the possession of some combination of 
traits, but the pattern of personal characteristics must bear some rela- 
vant relationship to the characteristics, activities and goals of the 
followers (22, p. 35).
Too often the leadership that we find in our social units cannot 
be attributed to any particular characteristics inherent in the leader, 
but in tradition. Many times the leader is obviously devoid of any 
leadership traits, but still continues to hold his position and exert 
significant influence on the rest of the members of his group.
Seniority of age and service is another tradition that is widely 
accepted —  the doctrine of leadership by the eldest. It is easy to 
see how the tradition might have come to be accepted. Other things 
being equal, one might expect the oldest menfcer of any group to be the 
most experienced and best qualified to govern. But other things are 
rarely equal, yet the tradition continues to persist (9, p. 14).
Leadership is an extension of your inner self to other persons and 
groups. What you are and do is conditioned by your beliefs, dedications 
and ideals. You have acquired these from the culture, the people and 
the experiences that have influenced you. Development and changes in 
the education of leaders usually take place slowly. However, a deeply
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emotional experience may explode an Idea into* or out of, your per­
sonality with amazing swiftness and finality. Dedication and value 
systems may be "good" or "bad". Either type can have equal but 
opposite consequences (11, pp. 52-55).
Krietlow (11, pp. 54-47) describes personal leadership as being 
a product of three great forces or influences. First is our heritage, 
which to some degree determines our physical and mental capacity for 
leadership. Second, are our relationships with other people which 
develop our personality and stimulate those qualities and attitudes 
which register positively or negatively as others react to us. The 
third force is our environment, the nature of the community in which 
we live and grow is the laboratory where our leadership skill becomes 
trained or fixed. For some who grow up in a free democratic society, 
their inheritance relationship with other people and community environ­
ment are rich media for leadership growth. While for others who are 
less fortunate, these factors may limit somewhat the opportunity for 
leadership growth.
Apps (32), in his study of youth leadership preferences, observed 
that socio-economic status is not related to the desire for a particular 
style of adult leadership by rural youth. Leadership style was defined 
as being either democratic, authoritarian, or laissez-faire. When the 
three styles of leadership were compared, both higher and lower socio­
economic status rural youth preferred a democratic style leadership. As 
for the personal characteristics they desired in a leader, all youth 
studied wanted most a leader who was kind and helpful.
22
Leadership Development
Increased knowledge, however it is gained, through books, work­
shops, lectures, discussions or films —  is a worthy goal. Increasing 
their knowledge is not the only motivation that leaders have for parti­
cipating in educational programs. Maybe through maturing man learns 
enough about the world, its people and its problems to be uncomfortable 
in ignorance. He believes, perhaps, that additional knowledge will 
qualify him to participate in his society more constructively. When 
the learner is exposed to the range of ideas that can be brought to 
bear on any subject by the members of a discussion group, that subject 
is enhanced and broadened. Rather than one point of view, he has many 
to examine, to compare with his own, to accept or reject. The mental 
exercise is stimulating (15, pp. 5-7).
An important aim of leadership training In a democracy is to pro­
duce citizens who are interested in the challenging problems of our 
times and who will participate in solving them. Many leaders refuse 
to be concerned with these problems because they feel that the Indivi­
dual is too insignificant to do anything about them. Overcoming this 
kind of apathy is difficult but through training and motivation, it is 
possible. A person who sees his leaders in a group trying to under­
stand these problems, seriously concerned over the solutions, and feels 
responsibility to act may be stimulated to try also (1, p. 4).
Man is a gregarious animal. He needs to feel that he is Important 
to others —  that they care about him as a person. Getting him actively 
Involved in some worthwhile project can supply him with this security.
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Before a leader can be expected to participate in the solution 
of problems existing in his job, his family or society, he must have 
some confidence in his competence both in having ideas and in ex­
pressing them. Re must have analytical and critical abilities as 
well as creativity. He must know when to look for facts, where to firid 
them, and how to share them with others. He must realize that others 
in the situation have needs, just as he has them, to be understood and 
accepted. A leader must be able to define his values and be willing 
to modify them. He must know that much disagreement grows out of mis­
understanding. He need6 skills in all these ways. Leaders want to 
be effective in dealing with others. Working on group projects can 
provide this practice in human relations skills (15, pp. 5-9).
Any intelligent leader, faced with the problem of how to behave 
in a given situation, wants to first make clear to himself what it is 
that he hopes to achieve. Unless he has knowledge of where he is 
going, he is likely to do an ineffective job of deciding how to get 
there.
In a study conducted by Moss (39) concerning how community leaders 
view Extension, he observed that leaders were most familiar with 
visible and traditional programs but less familiar with newer programs 
not directly related to economic development. But when asked to rate 
the importance of Extension programs on a three-point scale (very impor­
tant,fairly important, and not very important) the differences varied 
from one community to another. However, community improvement projects 
including industrial development, were near the top of the list in
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communities studied. This is just one indication that leaders are 
concerned about the economic development of their communities.
Leaders must continually be aware that organized groups are 
means to ends not ends in themselves. People join groups to help 
satisfy their own interests, needs and wants. Members decide what 
the goal will be in the democratic group and the goals are achieved 
through group efforts.
Some of the more important functions of a leader are:
(14, pp. 31-34).
1. He serves as group executive
2. He assists the group in making plans
3. He speaks for the group
4. He coordinates the activities of the group
5. He represents the group ideas
6. He evaluates the progress of the group (11, pp. 97-100)
The list of qualifications that are considered by many authorities 
to be possessed by good leaders is long, and rural people are inclined 
to select their leaders more on the basis of friendship and personal 
affection than on the basis of the competence of persons as leaders.
This is not always bad but it does have a harmful effect upon the
progress of the group. Knowing this to be true, rural leaders must
develop many qualities that endear them to rural people (13, pp. 99),
Jennings (10, pp. 8-11) and Cunningham (34) agree that leaders exist 
so that there may be better organization, better adaptation, or greater 
individuals. Leaders are viewed as essential in that they formulate
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theories, policies and ideas that give direction and character to any 
age and their presence and character help to define the character of 
society. The quality of their contribution is such that history is 
substantially changed. Training in leadership, like training in any 
other subject, must be geared to specific audiences and start with 
realistic situations and felt needs. What would be first priority 
training for one leadership audience might not be for another (8, 
pp. 42-44).
Krietlow (11, pp. 7-8) holds that leadership must be valued for 
what it truly is —  something that is of the group, a channel to and 
from people, and only through which groups can or will do very much. 
Agencies must be more proficient in the art of identifying, enlisting 
and working with leaders including training them, if programs are to 
be fully effective and greater human development and community improve­
ment achieved.
The democratic group initiates programs based on the assumption 
that people, given the necessary facts, can make a better decision for 
themselves than others can make for them. If an individual as a member 
of a group is to make intelligent decisions and suggestions for action, 
he must accept responsibility. Responsibility calls for knowledge; know­
ledge of the group and its goals, knowledge of alternative means by 
which the goals may be sought; and a general knowledge of the area in 
which the group operates (11, pp. 91-93).
Involvement of local leadership in all phases of development pro­
grams is an excellent means for implementing the democratic philosophy.
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Lewis (47, p. 6) observed that in learning to become a 
democratic leader or to accept leadership roles, an individual 
must participate in a variety of groups to establish and experience
the patterns and functions of leadership.
The potential leaders are there —  in every community or 
county, in every group, in every economic segment of the population.
We have the technology or subject matter to impart. Professional 
workers today are better equipped than ever before to work effectively 
with leaders.
It has been said that voluntary leaders are the most important 
people in America. As explained by Koch (23, p. 5), volunteer 
leaders and the citizen organization in which they work are basic to 
democracy in America. Millions of man hours are devoted yearly by
hard working and willing people to wholesome community services of
various kinds. Also, millions of these man hours are wasted by 
attending poorly conducted meetings or belonging to ineffective 
groups that have few, if any, accomplishments.
Verma and others (30, p. 60) have observed that commitment by
community leaders to overall community development is a strong indica­
tion of leadership. The kind of commitment assumed and actually dis­
charged, and the extent to which this is done can be used as criteria 
for evaluating the effectiveness of leadership effort.
With the help of trained, motivated and organized leaders in
rural communities, an increased awareness of community progress can be
accomplished. Such a climate for improvement can increase the
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effectiveness of such as the educational programs of the Cooperative 
Extension Service.
Leaders must be willing to accept the responsibilities that go 
hand-in-hand with their knowledge gained through leadership training 
programs. It has been established (12, p. 22) that in social theory 
knowledge forms a basis for social action. Therefore, it is generally 
assumed that the community leaders have a greater knowledge of the 
community than non-leaders inasmuch as they usually initiate actions 
in the community.
CHAPTER III
METHODOLOGY
Setting of the Study
This study was limited to six rural communities in two Louisiana 
parishes, namely East and West Feliciana. The communities included 
in the study were: Solitude, Independence and Weyanoke in West
Feliciana and Spears, Felixville and Norwood-Wilson in East Feliciana. 
These communities were selected mainly because they were predominantly 
rural, predominantly black, and the income of the population was 
generally low.
West Feliciana Parish, located along the eastern bank of the 
Mississippi River in the central southeastern part of the state, has 
a population of 11,376. Approximately 3,500 of this number are inmates 
at the State Penitentiary located at Angola. This population is made 
up of 7,649 blacks and 3,737 whites, according to the 1970 United 
States Census (29, pp. 20-40). Families with incomes of $10,000 or 
more have increased from 5.4 percent in 1959 to 24.7 percent in 1969. 
The median income has increased from $2,459 in 1959 to $5,355 in 1969, 
but still ranking 42nd of the 64 parishes in the state.
A paper mill employs about 900 persons and a canning plant employs 
more than 1,100 seasonal workers during the sweet potato canning season. 
Median grade completed by adults 25 years of age and older is 8.9.
Beef cattle and sweet potato production provide the major portion of
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income from agriculture in the parish (31, pp. 3-6).
East Feliciana, in most respects, is very much like West Feliciana. 
It had a total population of 17,656 with 9,510 being black and 8,146 
white in 1969. The median income of East Feliciana is $5,755 and the 
median grade completed for adults 25 and over is 8.9. Slightly less 
than 50 percent of the population is less than 18 years of age, while 
nearly 30 percent is over 60 years of age. The East Louisiana State 
Hospital furnishes employment to approximately 1,000 persons, while 
sawmills and a Creosoting Company provides employment for many. Persons 
from both East and West Feliciana parishes are employed in the nearby 
Baton Rouge industrial area (19, pp. 2-5).
A questionnaire was administered to heads of households in the 
community to gather information concerning the general and social 
conditions in the six communities selected for the project, and to 
serve as a basis for decision-making by leaders.
Samples were drawn from each of the six communities. A list of the 
total number of families in each community was developed by knowledge­
able community leaders. Fifty percent of the families were selected 
at random for each community and were subsequently interviewed. Find­
ings from this questionnaire are listed as "Facts about your Community" 
Appendix "F".
RESEARCH DESIGN
Leader Training Program
Ninety community leaders were selected to participate in the study 
with 15 leaders being selected from each of the six communities in-
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volved. The leaders participating in the training were identified 
as community leaders in an earlier study that dealt with the identi­
fication of community leaders.
A series of contacts and meetings were held in two selected 
parishes involved in the study. The purpose of these meetings was to 
acquaint parish officials with the objectives of the study. Sugges­
tions were given on what communities to select for this research.
Meetings were called with the selected leaders in each community.
In the first of the series of meetings with these leaders, the goals to 
be achieved in the study were explained in detail. These individuals 
were asked if they would be willing to participate in the research pro­
ject. Each leader involved volunteered to participate and completed 
a questionnaire pertaining only to leaders. The questionnaire was 
completed before training began to establish the level of knowledge of 
leaders regarding leadership roles, assistance agencies, and community 
resources in order to develop a relevant training program based on 
these topics.
The training program was administered in three different locations 
or environments. The objective of this was to see if training environ­
ments would have some influence on the level of leadership development. 
The training environments were:
1. Community Only Training. The training for this group was given 
totally in the community by specialists and consultants. The communities 
designated for this training environment were Felixville Community in
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East Feliciana Parish and the Solitude Community in West Feliciana 
Parish.
2. Community and Southern University Training. One-half of the 
leadership training in this group was given in the community and one- 
half at Southern University. The Spears Community in East Feliciana 
Parish and the Weyanoke Community in West Feliciana parish were in­
cluded in this treatment.
3. Southern University Only Training. The leaders in this group 
received all of their training at Southern University. The Norwood- 
Wilson Community in East Feliciana Parish and Independence Community 
in West Feliciana Parish were designated to this training environment.
Leaders participated in the leadership training program over a 
two year period. Each leader received a minimum of 100 hours training 
during this period.
Development of the Interview Schedule
The interview schedule used in collecting data for this study 
included some questions that were asked in collecting benchmark data 
concerning leadership roles, community problems and the involvement 
of community leaders in seeking solutions to these problems. Questions 
concerning leader participation in existing community organizations, 
community issues, community development projects well as about the 
effectiveness of the training program were included in the interview 
schedule.
In order to include questions in the interview schedule relative
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to such things as existing community organizations, current local 
issues, common community problems and development projects that 
leaders were involved in, it was necessary to conduct a pre-study.
In order to secure this relevant information, four adults were 
interviewed in each of the six communities. Two of the persons inter­
viewed in each community were knowledgeable leaders such as teachers, 
police jurors, school board members, Extension Agents, and church 
officials. The other two persons interviewed were local citizens 
selected at random. Each person was asked to list the existing com­
munity organizations that members of his community could hold member­
ship; name problems or conditions in the community that he thought 
should be worked on as community projects but were not; and to discuss 
the current issues in the community.
Another reason for the pre-study was to determine some reasonable 
questions about community life in order to obtain a level of knowledge 
about community affairs from each respondent.
The interview schedule is shown in this study as Appendix A.
Collection of Data
The data were collected by the author from 71 of the original 90 
leaders who remained active through the two training period. One year 
prior to the training program, many of these leaders had been iden­
tified in a leadership identification study in which approximately 292 
respondents from predominantly black communities in East and West 
Feliciana parishes participated in providing the names of persons in
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their communities who were considered leaders. These leaders identi­
fied were later interviewed concerning existing problems in their com­
munities (49).
The personal interview method was employed using structured in­
terview schedules in collecting data for this study.
Analysis of Data
The data were analyzed in terms of the objectives of the study.
Two dimensions of leadership development, namely participation in 
existing community organizations and the role of leaders in selected 
community projects, were studied in relation to several factors 
including personal characteristics of leaders, localite and cosmopolite 
Influence and contacts of leaders, and selected leader attitudes and 
competencies. In addition, the effectiveness of the leadership train­
ing program was studied, comparing the three training environments.
Organization participation was defined as membership/officershlp 
in seven selected community organizations, namely, the Church, 
Benevolent Society, Parish Education Association, PTA, Fraternal 
Groups, Church Associations and Political Action Groups. Individual 
scores were computed based on three points for officership, two points 
for membership, and 0 points for non-membership. A maximum of 21 
points was possible.
In the questionnaire there were two ways by which one could arrive 
at an estimate of how inportant a role leaders played in community pro­
jects undertaken in the several communities. In the first Instance,
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leaders were asked to evaluate themselves on a scale of Inactive to 
active In regard to each project. In the second Instance, the author 
made an evaluation of leader activity In the several projects from 
their description of the things they had actually done. It was felt 
that both procedures were reliable Indices of leader activity. To 
test this assumption, simple linear correlation was run between these 
co-variables using summary scores obtained by leaders on a two-point 
scale of More Active - Less Active, assigning values of 3 and 2 res­
pectively to these scalar points. Although seven projects had been 
responded to by leaders, two projects, namely church improvement and 
voter registration, were considered in the analysis, as these were the 
only projects that were common to all six communities included in this 
study. The correlation analysis yielded an r value of .3221, signifi­
cant at the .0062 level, indicating a positive correlation between the 
self-evaluation of leaders and the author's estimate of the leaders 
with regard to leader activity. This would imply that the use of
either variable would provide similar results. The author decided to
choose his own evaluatior of leader activity as one of the major dimensions
of leadership and labeled it role of leaders.
Leader role was categorized as "more important" or "less important"*
*In categorizing leader role as "more important" or "less important," 
a judgement was made by the author based on what the leader said he 
actually did in the planning and/or implementing of selected community 
development projects. The rating by the author was given a score of 3 to 
0. Leaders that played a major role in both the planning and implementing 
of community projects received a high score that was considered a "more 
important" role. Leaders that played minor roles in the planning and/or 
implementing of community projects received a score accordingly and was 
considered a "less important" role.
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in each of the two selected projects and relationships studied with 
certain personal characteristics. Where it was considered useful to 
look at both the projects together in relation to such factors as 
leader Influence, attitudes and competency, summary scores of the 
importance of the leader roles were computed, assigning a score of 3 
for "more important" and 2 for "less important" for each project. For 
both projects, therefore, the range of scores possible was 4-6.
Chi-square was used to test for differences in importance of leader 
roles in relation to selected personal characteristics of leaders.
Least squares regression was used to test for differences in 
organization participation of leaders considering the several factors 
Included in the study. The adjusted means procedure was used in the 
regression model because it yields a more reliable result than the raw 
means procedure. This procedure accounts for unequal numbers in the 
several classes of treatments of a particular independent variable and 
accounts for such inequality in the statistical procedures.
Simple linear correlation procedure was used to determine relation­
ships between selected continuous independent variables and (a) organi­
zation participation and (b) a summary score on leader role considering 
the two community projects together.
For the purpose of this study, the .25 level was used as the lowest 
level of statistical significance. The actual level of significance is 
indicated below each table.
CHAPTER IV
ANALYSIS OF DATA
This study of leadership was conducted in six rural communities in 
East and West Feliciana parishes, with no community being more than 60 
miles north of Baton Rouge, Louisiana. The study included 71 respon­
dents (community leaders) 24 of whom were male and 47 female. The 
religious preference was predominantly Baptist (66), with the others 
being Methodist and Catholic denominations.
Seventy of the 71 leaders were registered voters and all had 
voted in the last election. The range in age for the respondents 
was 23 to 85 years and the education of these leaders had a range of 
2 to 20 years. Sixty four of the leaders involved in the study were 
home owners while five rented and two had some other housing arrange­
ment.
Community leadership was studied in terms of: (a) participation
of leaders in existing community organizations, and (b) importance 
of the role of leaders in two specific projects which were undertaken 
in all six communities, namely church improvement and voter registra­
tion. These dimensions of leadership were related to selected perso­
nal and family characteristics and certain other factors which possibly 
could have some influence on these facets of leadership.
The leader training program that was conducted in the several 
communities was also investigated to assess its impact on selected
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aspects of leader behavior. Organization participation, and the impor­
tance of leader roles in community work were the major dependent 
variables.
Organization Participation and Leader Role Importance
The data gathered in the study revealed that leaders had an 
average score of 4.86 for participation in seven existing organiza­
tions in their communities. Participation was defined as membership/ 
officership, 2 points being assigned for membership of an organiza­
tion and 3 points for serving as a past or current officer. The 
score of 4.86 indicated that the average leader was a member of at 
least two organizations and possibly served as an officer in at least 
one organization.
With regard to leader roles, it was observed from the data that 
two out of every five leaders played a "more Important" role (42 percent) 
in the church improvement project, while the remaining three leaders 
(58 percent) had a "less important" role. A similar situation was 
found in the voter registration projects considered together received 
a mean score of 4.80 for importance, falling about midway in the
4.00 - 6.00 range of possibility. The low score of 4.00 indicated a 
"less important" leader role in both projects and the high score of
6.00 meant leaders had a "more important" role in these projects. The 
score of 4.80, therefore, showed that the average leader played a 
"more important" role in one project and a "less important" role in the 
other project.
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It was anticipated that leaders who participated to a greater 
extent in existing community organizations would also have played a 
significantly important role in action-type community projects. This 
was borne out by the highly positive and statistically significant 
correlation between organization participation and leader role impor­
tance (r=.56, P <^.0001).
Community to Which Leaders Belong
The communities in which the leaders lived and the length of 
residence were studied to see if these factors had any influence on 
the level of organization participation and the importance of leader 
roles.
Community Lived in and Leader Roles: Table I shows that Solitude
Comnunity had the highest percentage of leaders playing a "more impor­
tant" role in the church improvement project (27 percent) followed by 
Spears and Norwood-Wilson (20 percent each). The communities of 
Felixville, Independence and Weyanoke were about equal in the number 
of leaders playing a "more important" role.
In the voter registration project, Solitude Community had the 
highest percent of leaders playing a "more important" role (30) with 
Weyanoke and Spears somewhat less (22 percent and 18 percent respec­
tively) . Felixville and Norwood-Wilson had nearly an equal proportion 
of leaders playing a "more Important" role in the voter registration 
project (11 and 12 percent) while Independence had the least (7 percent).
Chi-square was not computed due to small frequencies in more cells 
than permitted by the procedure for this test.
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TABLE I
A COMPARISON OF THE ROLE OF LEADERS IN TWO SELECTED 
COMMUNITY DEVELOPMENT PROJECTS ACCORDING TO 
COMMUNITY LIVED IN, LOUISIANA, 1975
1 ■ I I I !
Community
Overall
(N*71)
Importance of Leader Role by Project
Church Improvement Voter Registration 
More Less More Less 
Important Important Important Important 
(N*30) (N=41) (N-27) (N»44)
Felixville 17
P E R
10
C E N ' 
22
r
12 20
Independence 6 10 2 7 5
Norwood-
Wilson 18 20 17 11 23
Solitude 20 27 15 30 14
Spears 18 20 17 18 18
Weyanoke 21 13 27 22 20
100 100 100 100 100
Community Lived In and Organization Participation: Participation
by leaders in selected community organizations was found to vary con­
siderably among the six communities involved in the study. Table II 
shows leaders in the Independence Community were most active in these 
organizations while those in Felixville Community were least Involved. 
Leaders in the Norwood-Wilson and Solitude Communities were about 
equally involved as were leaders in Spears and Weyanoke Conmunities. 
These differences In organizational participation by community were 
found to be highly statistically significant.
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TABLE XI
A COMPARISON OF THE ORGANIZATIONAL PARTICIPATION BY 
LEADERS IN SELECTED LOUISIANA COMMUNITIES, 1975
Community Percent
Adjusted Mean 
Participation Score
(N=7l)
Felixville 17 3.42
Independence 6 7.03
Norwood-Wilson 18 5.99
Solitude 20 5.49
Spears 18 4.76
Weyanoke 21 4.06
Overall 100 4.86
F=4.19 with 5 and 62 df 
P ^  .0027
Years Lived in Community and Leader Roles: On an average, leaders
had lived in their communities for 37.5 years. Forty-two percent of 
the leaders who played a "more important" role in the church improve­
ment project had lived in the community for 37.2 years (Table III).
More than half (58 percent) of the leaders who played a "less important" 
role in the church improvement project had lived in the community for 
37.6 years.
Thirty-eight percent of the leaders involved in the voter regis­
tration project who played a "more important" role had lived in the 
community for 38.3 years and 62 percent of those who had played a "less 
important" role had lived in the community for 37 years.
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There was a very slight difference in the time that leaders 
had lived in the community and the role they played in selected 
community projects. The difference was not statistically signifi­
cant for either project.
TABLE III
A COMPARISON OF THE ROLE OF LEADERS IN TWO SELECTED
COMMUNITY DEVELOPMENT PROJECTS ACCORDING 
THE NUMBER OF YEARS LIVED IN COMMUNITY 
LOUISIANA, 1975
TO
>
Years Lived in Community by Project
Importance of Church Improvement Voter Registration
Leadership Roles Adjusted Mean Adjusted Mean
More Important 37.2 38.3
Less Important 37.6 37.0
Overall 37.5 37.5
F with 1 and 69 df ^  1 <. 1
P NS NS
Years Lived in Community and Organization Participation: The
lack of relationship observed above between length of residence in 
the community and the importance of leader roles was repeated when 
length of residence was related to organization participation. There 
was practically no correlation between these variables (r=.03).
It could be inferred from these findings that the length of 
residence in a community would not tend to influence leader involve­
ment in community development.
Age
The average age of leaders involved in the study was 56 years,
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with a range of 23 to 85 years.
Age and Leader Roles: Table IV shows that the leaders who played
a "more important" role in the church improvement and voter registra­
tion projects were slightly older than those leaders who had a "less 
important" role (57.6 and 57.0 years compared to 54.8 and 55.3 years). 
These differences in age by the importance of leader roles were not 
statistically significant in the case of either project.
TABLE IV
A COMPARISON OF THE ROLE OF LEADERS IN TWO SELECTED COMMUNITIES 
DEVELOPMENT PROJECTS ACCORDING TO AGE IN SELECTED 
LOUISIANA COMMUNITIES, 1975
Importance of
Mean Age by Project 
Church Improvement Voter Registration
Leader Roles Years Years
More Important 57.6 57.0
Less Important 54.8 55.3
Overall 56.0 56.0
F with 1 and 69 df <  1 <1 1
P NS NS
Age and Organization Participation: In contrast to the lack of
a statistically significant relationship between age and leader roles 
in action-type projects, it was observed that older leaders tended to 
associate to a greater extent than younger leaders with existing communi­
ty organizations. The r value of .20 was found to be statistically 
significant at the .08 level.
Sex
There were nearly twice as many female leaders (47) involved in
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the study as male leaders (24).
Sex and Leader Roles; Table V shows that 57 percent of the 
leaders who played a "more Important" role in the church Improvement 
project were female, while 43 percent were male. Nearly three-fourths 
(73 percent) of the leaders who played a "less important" role in the 
church improvement project were female ?s compared to about one- 
fourth (23 percent) who were male.
In the voter registration project, the percent of male leaders 
(52) and the percent of female leaders (48) that played a "more impor­
tant" role were nearly equal. Only about one-fourth of the leaders 
(23) who played a "less important" role in voter registration were 
male while about three fourths (77 percent) were female.
The inference that can be drawn from these findings is that male 
leaders participating in selected community improvement projects are 
likely to play a "more important" role than their female counterparts. 
These differences in the roles of leaders in action-type community 
projects according to sex was statistically significant.
TABLE V
A COMPARISON OF THE ROLE OF LEADERS IN TWO SELECTED 
COMMUNITY DEVELOPMENT PROJECTS ACCORDING TO SEX 
IN SELECTED LOUISIANA COMMUNITIES, 1975
Sex
Percent
(N=71)
Importance of Leader Role by Project
Church Improvement 
More More 
Important Important 
(N=30) (N=41)
Voter Registration 
More Less 
Important Important 
(N=27) (N=44)
P E R C E N T
Male 34 43 27 52 23
Female 66 57 73 48 77
Total 100 100 100 100 100
X2 = 2.109 with 1 df X2 = 6.343 with 1 df
P ^ . 2 0 P <  .025
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Sex and Organization Participation: It can be observed from
Table VI that the mean organization participation score of 5.44 for 
females was slightly higher than the score of 4,71 for males.
However, the difference in organizational participation in 
selected community development projects by sex was not statistically 
significant.
TABLE VI
A COMPARISON OF THE ORGANIZATION PARTICIPATION OF LEADERS 
ACCORDING TO SEX IN SELECTED LOUISIANA COMMUNITIES,1975
Percent Adjusted Mean
Sex (N=71) Participation Score
Male 34 5.54
Female 66 4.71
Overall 100 4.86
F ^/1 with 1 and 62 df NS
Marital Status
Fifty of the 71 respondents involved in this study were married
and 21 were single.
Marital Status and Leader Role: Table VII shows the relationship
between marital status and the relative importance of the role of 
leaders in the church and voter registration projects.
Nearly three-fourths of the leaders who played a "more important" 
role in the church improvement project were married compared to about 
one-fourth who were single, divorced or widowed. Of those leaders 
playing a "less important" role in the church project, 68 percent were 
married.
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For all practical purposes, the percentages of leaders that played 
a "more important" and "less important" role in the voter registra­
tion project were identical to those in the church improvement 
project. The differences in leadership roles according to marital 
status were not statistically significant.
TABLE VII
A COMPARISON OF THE ROLE OF LEADERS IN SELECTED 
COMMUNITY DEVELOPMENT PROJECTS ACCORDING 
TO MARITAL STATUS IN SELECTED 
LOUISIANA COMMUNITIES, 1975
Importance of Leader Role by Project
Church Improvement Voter Registration 
Marital Overall More Less More Less
Status (N=71) Important Important Important Important
P E R C E N T
Single, Divorced 
Widowed 30 27 32 26 32
Married 70 73 68 74 68
Total 100 100 100 100 100
X2 = .211 with 1 df NS X2 = .279 with 1 df NS
Marital Status and Organization Participation: It was observed
that married leaders had a higher mean participation score than single, 
widowed, or divorced leaders. Table VIII shows the adjusted mean par­
ticipation score for married leaders to be 5.35 as compared to 4.89 for 
single, widowed or divorced leaders. The F value of 2.97 indicates 
that the organization participation of leaders according to marital
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status was statistically significant. This finding suggests that 
married leaders are more likely to participate in community organi­
zations than single, divorced or widowed leaders.
TABLE VIII
A COMPARISON OF THE ORGANIZATIONAL PARTICIPATION OF
LEADERS ACCORDING TO MARITAL STATUS IN 
SELECTED COMMUNITIES, LOUISIANA, 1975
Marital Status
Adjusted Mean 
Participation Score
Single, Divorced, Widowed 4.89
Married 5.35
Overall 4.86
F - 2.97 with 1 
P ^.0896
and 62 df
Employment Status
A little over one-half of the leaders in the study were employed 
full-time or part-time (52 percent) and slightly less than one-half 
were unemployed (48 percent).
Employment Status and Leader Role: Table IX shows the relation­
ship between employment status and the relative importance of the 
role of leaders in the church and voter registration projects. In 
both projects about two-thirds of the leaders who played a "more 
important" role were employed. Of the leaders who played a "less 
important” role, one-half were employed. The relationships between 
employment status and the importance of leader roles in these two 
community development projects were found to be statistically
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significant at the .20 level.
This would imply that employed persons would tend to take 
a more active part in community action projects as compared with 
unemployed for several reasons, namely, they are (1) more likely 
to be able to support the community project financially, (2) being 
employed and participating actively in community projects provides 
self-esteem, (3) they are likely to interact with other leaders 
who are active in community projects.
TABLE IX
A COMPARISON OF THE ROLE OF LEADERS IN TWO SELECTED COMMUNITY 
DEVELOPMENT PROJECTS ACCORDING TO EMPLOYMENT STATUS 
LOUISIANA, 1975
Importance of Leader Role by Projects
Church Improvement Voter Registration 
(N-71) (N-71)
Employment
Status
Overall
(N=71)
More
Important
(N=30)
Less
Important
(N=41)
More
Important
(N=27)
Less
Important
(N=44)
__ _  P _ E _  R _  C _  E _  N _ T _  _
Employed 52 63 44 63 45
Unemployed (a) 48 37 56 37 55
Total 100 100 100 100 100
Employment Status and Organization Participation: As with
action-typed projects, employed leaders were found to participate 
more actively in existing community organizations. Table X shows 
that employed leaders had an adjusted mean organization participation
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score of 5.57 compared to a mean score of 4.67 recorded by the 
unemployed leaders. This difference was found to be statistically 
significant.
TABLE X
A COMPARISON OF THE ORGANIZATION PARTICIPATION OF 
LEADERS ACCORDING TO EMPLOYMENT STATUS 
IN SELECTED LOUISIANA COMMUNITIES, 1975
Adjusted Mean
Employment Status Participation Score
Employed (full-time/
part-time) 5.57
Unemployed (a) 4.67
Overall 4.86
(a) denotes retired persons, housewives as well as unemployed leaders.
F = 3.0 with 1 and 62 df 
P ^..0879
Size of Family
The average size family involved in this study had 3.88 members.
Family Size and Leader Roles: In the church improvement projects,
family size did not have any relationship with the importance of leader 
roles, considering the non-significant F-value and the almost similar 
numbers of members in the families of leaders who played a more or less 
important role.
The importance of leader role in the voter registration campaign, 
however, was significant when family size was considered. Those leaders 
who played a"more important" role had larger families (4.4 members) than 
leaders that played a "less important" role (3.5 members). This difference
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in family size was statistically significant. The inference that can 
be drawn from this finding is that leaders with larger families are 
more likely to take a more active part in voter registration type 
projects than leaders with smaller families.
TABLE XI
A COMPARISON OF THE ROLE OF LEADERS IN TWO SELECTED 
COMMUNITY DEVELOPMENT PROJECTS ACCORDING TO 
SIZE OF FAMILY, LOUISIANA, 1975
Mean Family Size by Project
Importance of Church Voter
Leader Roles Improvement Registration
More Important 3.8 4.4
Less Important 4.0 3.5
Overall 3.87 3.9
F 2.17 with 1 and 69 Of
P NS ^  1 « 3
Family Size and Organization Participation: When family size
was related to organization participation, a low positive correla­
tion coefficient of .14 was obtained, which was statistically non­
significant. This implies that organization participation on the 
part of leaders with different size families can be expected to be 
about the same.
Education
The education of the leaders involved in this study ranged from 
2 to 20 years with an overall mean of 8.9 years. This coincides with
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the mean years of schooling for the two parishes (counties) that are 
involved in the study. The 1970 United States Census of Population 
indicates the mean age for both East and West Feliciana Parishes to 
be 8.9 years and was reported in Chapter III.
Education and Leader Roles: Table XII indicates that leaders
who played a "more important" role in the church improvement project 
had about one year of schooling more than those leaders that played 
a "less important" role (9.5 to 8.6 years). The tendency was the 
same in the voter registration project but the difference was not 
as pronounced. Leaders playing a "more important" role had 9.1 
years of schooling compared to 8.9 for leaders playing a "less 
important" role. The differences in leader role due to education 
were not statistically significant for either project.
TABLE XII
A COMPARISON OF THE ROLE OF LEADERS IN TWO SELECTED 
COMMUNITY DEVELOPMENT PROJECTS ACCORDING TO 
EDUCATION, SELECTED LOUISIANA COMMUNITIES, 1975
Mean Years of Schooling by Project
Importance of Church Voter
Leader Roles Improvement Registration
More Important 9.5 9.1
Less Important 8.6 8.9
Overall 9.0 9.0
F with 1 and 69 df <  1 ^  1
P NS NS
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Education and Organization Participation: The lack of relation­
ship observed between education and leader roles in community pro­
jects was also found between education and participation of leaders 
in existing community organizations. A non-significant low negative 
correlation coefficient of _'03 was obtained between these variables.
Income
The income among leaders in this study had a range of $1,500 to 
$21,000, with an average of $6,673.
Income and Organization Participation: The relationship between
income and organization participation was studied.
The statistically significant value of .22 (P ^_.0615), which 
was obtained in the correlation analysis, suggested a close relation­
ship between income and organization participation. This means that 
leaders with higher incomes are more likely to participate in 
community organizations than leaders with lower incomes.
Leader Influence
The influence exerted by leaders within their communities as well 
as with sources outside their communities was studied in relation to 
the major variables being investigated in this study. Inside community 
influence was evaluated In terms of the number of persons leader in­
dicated they had been able to influence and get involved in community 
projects. Outside the community influence was judged on a 7 point 
scale involving influence in one's own community (1), two or more 
communities, (2), one ward only, (3), two or more ward, (4), parish, 
(5), two or more parishes, (6), statewide, (7).
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Inside Community Influence, Leader Role and Organization 
Participation; The average leader indicated that he was able to 
influence about three persons in his community to become involved 
in community projects. The range was from 0 to 7 persons influenced.
Table XIII shows that there was a positive, statistically 
significant correlation between number of persons influenced in the 
community and the importance of the role played by leaders in com­
munity projects as well as their participation in existing community 
organizations.
TABLE XIII
RELATIONSHIPS BETWEEN IMPORTANCE OF LEADER ROLES AND ORGANIZATION 
PARTICIPATION AND COMMUNITY AND OUTSIDE COMMUNITY 
INFLUENCES EXERTED BY LEADERS, SELECTED 
LOUISIANA COMMUNITIES, 1975
Correlations by Type of Influence
Community
Influence
Outside Community 
Influence
r P r P
Importance of the Role 
Organization Participation
.26 ^.0264 
.33 ^  .0048
.47 .£.0001 
.53 £ . 0 0 0 1
Outside Community Influence , Leader Role and Organization
Participation; The data showed that leaders varied in the extent of
influence existed outside their community from two or more communities
to as much as statewide. The average leader indicated his Influence 
extended to his ward or another ward (mean influence score = 3.78).
It was found that leaders exerting a wider sphere of influence
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outside their communities were more likely to be active in community 
projects and participate in community organizations. The correlation 
coefficients obtained were positively correlated and statistically 
significant as shown in Table XIII.
Leader Contacts with Elected Officials
Contacts made by leaders with police jurors and school board 
members within a period of six months prior to the interview were 
correlated with the two dimensions of leader involvement in community 
work and is shown in Table XIV.
TABLE XIV
RELATIONSHIPS BETWEEN ORGANIZATION PARTICIPATION AND IMPORTANCE 
OF LEADER ROLES AND LEADER CONTACTS WITH ELECTED 
OFFICIALS IN SELECTED LOUISIANA COMMUNITIES, 1975
Elected
Official
Mean number 
of contacts 
score
Organization 
Participation 
* P
Leader Role 
r p
Police Juror 6.18 .42 < . 0 0 0 5 .26 < . 0 2 7 0
School Board 
Member 6.18 .05 NS .18 < . 1 3 0 5
It was observed that in the case of both types of elected 
officials, leaders averaged about one contact per month. Leaders had 
also been asked to indicate how many contacts they had in a two year 
period prior to the collection of data for this study. The average 
number of contacts reported was 7.34 for police jurors and 7.01 for 
school board members. There was not much difference in the number 
of contacts with elected officials In the two year period as compared
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to six months. This was due, in all probability, to the time at 
which the data were collected. Being an election year, many of 
the contacts may have been initiated by incumbent officials hoping 
to be re-elected, while other contacts could have originated from 
leaders conscious of the opportunity of getting elected officials 
to commit themselves to doing more than usual because of the 
election.
Leaders who played "more important" roles in action-type 
community projects tended to make a larger number of contacts 
with both police jurors and school board members. These relation­
ships were statistically significant.
A similar positive relationship, also statistically signifi­
cant, was observed between number of leader contacts with police 
jurors and the participation of leaders in community organizations. 
There was no correlation between organization participation and con­
tacts leaders made with school board members.
Feeling of Obligation
Leaders need to perform certain activities to fulfil their 
responsibilities toward the communities in which they live and in 
the context of overall community development work. Five activities 
considered important were chosen. Leaders responded on a four 
point scale of obligation, least, somewhat, fairly, highly, in each 
case. Their responses were scored from 0 through 3 in the direction 
of increasing obligation. Summary obligation scores in each activity 
were then correlated with the summary scores on organization partici­
pation and Importance of leader roles in the two community projects.
The data are presented in Table XV.
TABLE XV
RELATIONSHIP OF LEADER ROLES AND ORGANIZATION PARTICIPATION OF 
LEADERS WITH FEELINGS OF OBLIGATION TOWARD SELECTED 
ACTIVITIES IN SELECTED LOUISIANA COMMUNITIES, 1975
Activities Mean Obligation 
Score
Assist in
identifying
community
projects 2.70
Develop plans 
for community 
projects 2.73
Encourage others 
in the community 
to support efforts 
made in interest 
of community 2.77
Represent your
community on
committees
before public
bodies such as
school board or
police jury 2.77
Keep people 
informed about 
those things 
which affect
the community 2.92
Organization
Participation Leader Roles 
S __________ P r_________ L _
33 ^  .0044 .31 < . 0 0 8 2
.23 <  .0455 .28 <  .0185
36 .0023 .30 <  .0116
.28 <..0162 .13 NS
.28 <^.0170 .18 -<1.1196
Apparently, leaders felt a keen sense of obligation to assist in 
all five activities —  high mean obligation scores ranging from 2.70
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to 2.92 were recorded out of a possible score of 3.00.
It appeared also that those leaders who had served as members 
and/or those leaders who played a more active role in action-type 
community projects, were inclined to feel a greater sense of obli­
gation to assist in the several activities. The correlation co­
efficients obtained in studying these relationships were all positive 
and in the range of .13 to .36, indicating fairly good relationships. 
Except for the statistically non-significant correlation between 
leader role and the leaders' feelings of obligation to represent 
their communities before public bodies, the remaining nine rela­
tionships were statistically significant.
These findings would indicate a strong sense of motivation 
and commitment on the part of community leaders.
Leader Competency in Parliamentary Procedure
Considerable emphasis was laid in the leader training program 
on parliamentary procedure. To evaluate to level of competency
TABLE XVI
RELATIONSHIPS BETWEEN LEADER COMPETENCY IN PARLIAMENTARY PROCEDURE, 
ORGANIZATION PARTICIPATION AND ROLE IMPORTANCE OF LEADERS, 
SELECTED LOUISIANA COMMUNITIES, 1975
Mean Competency 
Score
Role 
Importance 
r P
Organization 
Participation 
* P
Parliamentary
Procedure 47.24 .45 ^ . 0002 .48 ^  .0004
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attained as a result of these educational efforts, the sample of 
leaders responded on a four-point competency scale, very, fairly, 
somewhat, little or none, to 19 items of parliamentary procedure. 
Their responses were assigned values ranging from 1 through 4 in 
the direction of increasing competency. A summary score of com­
petency was then computed by adding individual scores on the 19 
items. The relationships between competency in parliamentary 
procedure and organization participation and role importance of 
leaders are presented in Table IXV.
The data revealed a high level of leader competency in 
parliamentary procedure —  mean score of 47,24 out of a possible 
56.00.
It was also observed that leader competency in parliamentary 
procedure was positively correlated with their participation in com­
munity organizations and the importance of their role in community 
projects. These correlations were highly statistically significant.
Attendance at Meetings
Leader attendance at meetings of the seven existing community
organizations was scored on a three-point scale of regularity, with
TABLE XVII
RELATIONSHIPS BETWEEN REGULARITY OF ATTENDING MEETINGS, 
ORGANIZATIONAL MEETINGS, PARTICIPATION AND ROLE 
IMPORTANCE OF LEADERS, SELECTED LOUISIANA COMMUNITIES, 1975
Mean Regularity Organization Role
Score Participation Importance
_______________________________________________ E________ E_____ E_____ E___
Attendance at
Organizational Meetings 9.23 .08 ^_.0001 .50 <^.0001
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a possible score of 3 for each organization and a total possible 
score of 21 for all seven organizations.
The data in Table XVII show a very high positive correlation 
(r=.80) between the menfoership-officership of leaders in community 
organizations and how regularly these leaders attended meetings of 
these organizations. A high correlation, but not as strong, (r=.50) 
was observed between the relative importance of leader roles in com­
munity projects and the regularity with which they attended meetings 
of the existing community organizations. Both these relationships 
were highly statistically significant.
Impact of the Leader Training Program
As explained in Chapter III, leaders in the six communities 
were involved in a comprehensive training program over a period of 
two years to study the relative effectiveness of the following three 
training approaches or learning environments:
1. Training conducted exclusively in the community
2. Training conducted about equally in the community and at 
Southern University
3. Training conducted exclusively at Southern University
The six communities were allocated to these training approaches 
(treatments) in a random manner on the grounds that they were rela­
tively homogenous. This assumption is borne out by the data on edu­
cational status, employment status, income and occupation of the 
leaders involved in the different training approaches (Tables XVIII, 
XIX, XX, XXI). The overall chi-square values indicated that there 
were no statistically significant differences among the leaders in
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TABLE XVIII
A COMPARISON OF THE EDUCATIONAL STATUS OF SELECTED LOUISIANA 
COMMUNITY LEADERS INVOLVED IN A LEADER TRAINING PROGRAM 
UTILIZING DIFFERENT TRAINING ENVIRONMENT, 1975
Percent by Training Environment
Education Community
(N=26)
University
(N=17)
Community & 
University 
(N=28)
Overall
(N=71)
8 years or less 57 29 57 48
9 - 1 2  years 24 53 32 36
13 years or 
more 19 18 11 16
100 100 100 100
X2 = 5.48 with 4 df NS
TABLE XIX
A COMPARISON OF THE EMPLOYMENT STATUS OF COMMUNITY 
LEADERS INVOLVED IN A LEADER TRAINING PROGRAM UTILIZING 
DIFFERENT TRAINING ENVIRONMENTS, LOUISIANA, 1975
Percent by Training Environment
Employraent
Community
(N-26)
University
(N=17)
Community & 
University
(N=28)
Overall
(N=71)
Employed 65 47 43 52
Unemployed 35 53 57 48
100 100 100 100
X2 = 2.97 with 2 df NS
TABLE XX
A COMPARISON OF SELECTED LOUISIANA COMMUNITY LEADERS INVOLVED 
IN A LEADER TRAINING PROGRAM UTILIZING DIFFERENT TRAINING 
ENVIRONMENTS, ACCORDING TO INCOME, 1975
Percent by Training Environment
Income
Community
(N=26)
University
(N“17)
Community & 
University 
(N-28)
Overall
(N=71)
Less than $5,000 42 29 39 37
$5,000-$9,999 35 29 39 34
$10,000-or more 23 42 22 29
100 100 100 100
X2 = 2.52 with 4 df NS
TABLE XXI
A COMPARISON OF SELECTED LOUISIANA COMMUNITY LEADERS INVOLVED IN 
A LEADER TRAINING PROGRAM UTILIZING DIFFERENT TRAINING 
ENVIRONMENTS, ACCORDING TO OCCUPATION, 1975
Percent by Training Environment
Community &
Community University University Overall
Occupation___________ (N=18)___________ (N=8)_________(N=12) (N=38)
Professional/
Skilled 50 63 42 50
Unskilled 50 37 58 50
X2 - 0.83 with 2 df NS
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the three training approaches according to these characteristics. 
Consequently, any advantages that may be accruing to individuals 
from differences in education, employment, type of occupation and 
level of income were available or absent to the same degree in all 
three training approaches. It could, therefore, be inferred that, 
for the purpose of this study, the leadership involved in the dif­
ferent training approaches had about the same potential for real­
izing the benefits of the training. As such, differences observed 
in leader performance could be ascribed to the training approaches 
themselves, within, of course, the limitations of an empirical 
setting.
Even though the differences were not statistically significant, 
it is noteworthy to point out that leaders who came to Southern 
University exclusively for the training were better educated (71 
percent being in the income bracket $10,000 or more) and were en­
gaged in professional or skilled occupations (63 percent) as com­
pared with their counterparts in the two other training approaches. 
With regard to employment, a larger proportion of the leaders who 
received training exclusively in their communities (65 percent) 
were employed as compared with about 45 percent of the leaders in 
two other training environments.
Helpfulness of Training Program
The major topics in the training program were community leader­
ship roles, utilization of assistance and services from agencies and
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TABLE XXII
A COMPARISON OF SELECTED LOUISIANA COMMUNITY LEADERS INVOLVED IN A 
LEADER TRAINING PROGRAM UTILIZING DIFFERENT TRAINING 
ENVIRONMENTS, ACCORDING TO PERCEIVED HELPFULNESS, 1975
Percent by Training Environment
Leadership
Roles
(N=71)
Assistance
Agencies
(N=17)
Community
Resources
(N=28)
Overall
(N=71)
Very helpful 87 85 83 86
Somewhat helpful 10 14 16 13
Slightly helpful 3 1 1 1
Not helpful 0 0 0 0
100 100 100 100
organizations, and evaluation and harnessing of community resources. 
Most leaders (over 86 percent) considered these aspects of the train­
ing program to have been very helpful as indicated in Table XXII.
None of them felt the training had not been helpful.
Leader Roles in Selected Community Projects
The importance of the role played by leaders in two selected 
community projects, namely improvement of the community church and 
more enlightened political behavior (registering to vote and voting), 
was evaluated by the author.
With regard to the voter registration project, it was observed 
that a smaller proportion of leaders in the university training loca­
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tion (29 percent) played a more "important role" as compared with the 
comraunity-university (39 percent) and the community only (42 percent) 
training location as presented in Table XXIII.
TABLE XXIII
A COMPARISON OF SELECTED LOUISIANA COMMUNITY LEADERS INVOLVED IN A 
LEADER TRAINING PROGRAM UTILIZING DIFFERENT TRAINING 
ENVIRONMENTS, ACCORDING TO IMPORTANCE OF
LEADER ROLE IN VOTER REGISTRATION PROJECT
Percent by Training Environment
Community &
Community University University Overall
Leader Role (N=26) (N=17) (N=28) (N=71)
Less Important 58 71 61 48
More Important 42 29 39 52
--- --- --- ---
100 100 100 100
X2 = 0.76 with 2 df NS
In the church Improvement project, on the other hand, a larger 
proportion of leaders in the university training location (53 percent) 
played a "more important" role as compared with the community only 
(42 percent) and community-university (36 percent) training location 
as presented in Table XXLV.
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TABLE XXIV
A COMPARISON OF SELECTED LOUISIANA COMMUNITY LEADERS INVOLVED IN A 
LEADER TRAINING PROGRAM UTILIZING DIFFERENT TRAINING 
ENVIRONMENTS, ACCORDING TO IMPORTANCE OF LEADER 
ROLE IN CHURCH IMPROVMENT PROJECT, 1975
Percent by Training Environment
Community &
Community University University Overall
Leader Role (N=26) (N=17) (N=28) (N=71)
Less Important 58 47 64 58
More Important 42 53 36 42
100 100 100 100
X2 = 2.94 with 2 df NS
While these differences in leader role importance by training
environments were not statistically significant, it is interesting 
to observe that the better-educated, more professional-type and 
higher income leaders in the university training approach tended 
to work more closely with a socially acceptable and innocuous 
activity like the church, and were rather hesitant to identify 
with a secular and, perhaps, more controversial activity Involving 
modification of political behavior.
Contacts with Elected Officials
Leader contacts on community matters with police jury and 
school board members within a six-month period prior to the in­
terview were evaluated to see which of the three training approaches
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tended to encourage a greater number of contacts with these offi­
cials, assuming, of course, that such contacts would have a de­
sirable influence on the course of development in the several com­
munities Table XXV provides the data for this discussion.
TABLE XXV
A COMPARISON OF COMMUNITY LEADERS INVOLVED IN A LEADERSHIP 
DEVELOPMENT PROGRAM UTILIZING DIFFERENT TRAINING 
ENVIRONMENTS ACCORDING TO CONTACTS WITH 
ELECTED OFFICIALS, SELECTED 
LOUISIANA COMMUNITIES, 1975
Training
Environment
Mean Number of Contacts 
Percent
(N=71) Police Jury School Board
Community 37 7.00 5.88
University 24 4.71 4.24
Community and 
University 39 6.32 7.64
Overall 100 6.18 6.18
F with 2 and 68 df 2,47 5,28
P ^ . 0 8 9 9 .0075
It was observed that leaders in the community-only and com- 
munity-unlversity training approaches had made more contacts with 
both police jurors and school board members compared with their 
counterparts in the university-only training approach.
In the case of both these categories of elected officials, 
the differences observed in frequency of contacts according to
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the different training environments were statistically significant. 
It would appear that the trend observed earlier for a better-edu­
cated, professionally-oriented, more well-off individual to stay 
away from politically oriented issues was also carried over in their 
behavior toward persons involved in the political arena.
Leader Competency in Parliamentary Procedure
A great deal of emphasis had been laid in the training program 
for leaders to develop competency in parliamentary procedures so 
that they could better organize and conduct meetings in their com­
munities. It was felt that this kind of competency would enable 
leaders to be more effective in utilizing the group process —  
a vital feature of community development.
TABLE XXVI
A COMPARISON OF COMMUNITY LEADERS INVOLVED IN A LEADERSHIP 
DEVELOPMENT PROGRAM UTILIZING DIFFERENT TRAINING ENVIRONMENTS 
ACCORDING TO COMPETENCY IN PARLIAMENTARY PROCEDURE IN 
SELECTED LOUISIANA COMMUNITIES, 1975
Learning
Environment
Percent
(N=71) Mean Competency Score (a)
Community (26) 37 44.92
University (17) (24) 49.76
Community 6 
University (28) 39 47.93
100 47.27
F = 3.09 with 2 
and 68 df
(a) possible score =
P -<£,.0504
56.
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A total of 19 items of parliamentary procedure were posed to 
leaders to rate themselves on a four-point interval scale of com­
petency-very, somewhat, slightly and little or none. The maximum 
score for each item was 4 and the total maximum score for all 19 
items was 56.
The mean competency scores of leaders in the three training 
approaches and the overall mean score for the entire group were 
presented in Table XVI along with the F value.
From an overall standpoint, leaders had a mean competency 
score of 47.27 out of a possible score of 56, indicating that 
the training program had been quite successful in developing the 
desired competency in parliamentary procedure. The university- 
only trained leaders had the highest score on competency (49.76), 
the university-community-only trained leaders had the lowest 
score (44.92).
The above differences in levels of competency in parliamentary 
procedure were observed to the statistically significant (P .10) 
for the three training approaches.
Leader Perception of Community Problems
One of the important criteria used to evaluate the effective­
ness of the leader training program was the extent to which community 
problems had diminished. Leaders were asked to reflect on problems 
in their communities and indicate the significant problems faced be­
fore the training program was Initiated and at the time the interview
67
TABLE XXVII
A COMPARISON OF SELECTED LOUISIANA COMMUNITY LEADERS INVOLVED IN A 
LEADER TRAINING PROGRAM UTILIZING DIFFERENT TRAINING 
ENVIRONMENTS, ACCORDING TO STATUS OF PROBLEMS 
BEFORE AND AFTER TRAINING PROGRAM, 1975
Percent Mentioning Problems by Training Environment
Problem Community 
(N=26) 
Before After
University 
(N=17) 
Before After
University & 
Community 
(N=28) 
Before After.
Overall 
(N=71) 
Before After
Lack of knowledge 
about assistance 45 0 71 0 61 0 68 0
Lack of community 
cooperation 27 12 47 12 11 0 32 30
Inadequate
Leadership 41 4 35 12 7 0 25 7
Indifferent 
political 
(voter registra­
tion) behavior 8 12 6 12 14 11 18 11
Apathy to avail 
program benefits 35 27 29 53 32 18 13 4
Inadequate 
attendance at 
community 
meetings 19 15 24 6 14 11 13 11
100 100 100 100 100 100 100 100
was conducted, namely two years later. Six problems were mentioned most 
often. These are presented in Table XXVII showing the frequency of 
mentions by leaders in the three training environments as well as by
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the entire group.
Considering the problems together for the entire group of leaders, 
it was observed that in all cases there was a reduction in the severity 
of the problem. The most significant reductions in problem mention 
were (a) lack of knowledge about assistance programs (58 percent before 
and 0 percent after), (b) lack of community cooperation (25 percent 
before and 7 percent after), (c) inadequate leadership and reorganiza­
tion (13 percent before and 4 percent after). Problems of indifferent 
political (voting) behavior and inadequate attendance at community 
meetings were reduced, but not as significantly. The problem of 
apathy on the part of citizens in the communities to take advantage 
of program benefits was not alleviated, 30 percent of the leaders 
mentioning this as a continuing problem even after the training, a 
drop of only 2 percent in frequency of mention.
It would appear that the training program contributed signifi­
cantly to diminish problems about which leaders could do something 
on their own, such as increase personal knowledge, enlist general 
community support for projects, or put their organizing abilities to 
work. However, when it came to such things as availing of program 
assistance and modifying citizen behaviors to participate in the 
community development and political processes - areas of concern 
that require interaction with agencies and organizations and with 
community residents at a higher level of expertise - leaders ap­
peared to make less headway. Another factor that may have con­
tributed to this situation is the raising of leader sights, ex-
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pectatlons and possibilities for development without a parallel in­
crease in community perceptions. Consequently, leaders tended to 
feel frustrated with the results achieved.
In comparing the three training approaches, the trend reduction 
in problem mention observed on an overall basis was repeated, except 
in the case of two problems in the university only training approach- 
indifferent registration voting behavior and apathy to avail program 
benefits.
Importance of Leader Role and Training Environment
The relationship between the relative importance of the roles 
played by leaders in the church improvement and voter registration
TABLE XXVIII
A COMPARISON OF THE IMPORTANCE OF THE ROLE OF 
LEADERS IN TWO SELECTED COMMUNITY DEVELOPMENT PROJECTS 
ACCORDING TO TRAINING ENVIRONMENTS, LOUISIANA, 1975
Learning
Environment Church Improvement Voter Registration
More Important Less Itnportant 
(N=30) (N=41)
More Important Less Important 
(N=27) (N=44)
P E R C E N T
Community 37 37 42 34
University 30 19 18 28
Community & 
University 33 40 38
100 100 100 100
X2 with 2 df 1.28 1.17
P NS NS
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projects and the kind of training environment to which they were 
exposed is shown in Table XXVIII.
With regard to the church improvement project, leaders playing 
a "more important" role were about evenly divided among the three 
kinds of training environment. Among the leaders playing a "less 
important" role, more of them had been trained in their own com­
munity (37 percent), or in their own community as well as at 
Southern University (44 percent) compared with only 19 percent 
who had been trained at the University alone.
In the voter registration project, larger proportions of 
leaders playing a "more important" role had been trained either 
in the community alone (42 percent) or in the coranunity-university 
environment (40 percent), compared with a smaller proportion who 
received training only at the University (18 percent). A similar 
distribution, although somewhat less marked, was observed for 
leaders playing a "less important" role among the three environments. 
The Community-University trained group had slightly more leaders 
playing a "less important" role (38 percent) followed by the com­
munity only group (34 percent). The University only group had the 
least number of leaders playing a "less important" role In the 
voter registration project.
These differences In the importance of leader role by train­
ing environment were found to be statistically non-filgnifleant.
This would imply that location of leader training programs either
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within a community or outside of the community is not likely to 
significantly influence to outcome of such educational efforts.
CHAPTER V 
SUMMARY AND CONCLUSIONS 
SUMMARY
Purpose of the Study
The primary purpose of this study was to investigate the extent 
of participation of leaders in existing community organizations and 
determine the roles of black community leaders in selected community 
development projects.
A secondary purpose of this study was to determine the impact that 
an organized intensive leadership training program had on the develop­
ment of black community leaders, and to document the efforts and success 
of these leaders in implementing development programs into their respec­
tive communities. It was also intended to reflect the knowledge that 
leaders have of leadership roles, and characteristics associated with 
their participation in community projects and organizations.
Methodology
The study was limited to six rural communities in two Louisiana 
parishes, namely, East and West Feliciana. The communities included in 
the study were selected mainly because they were predominantly rural, 
predominantly black, and the income of the population was generally low.
Ninety community leaders were selected to participate in the study 
with 15 leaders being selected from each of the six communities involved.
72
73
Specific Objectives
1. To determine the roles of black community leaders in se­
lected community development projects.
2. To determine the extent of participation of community 
leaders in existing black community organizations.
3. To evaluate the effects of different training environments 
on the development of leaders in a leadership training program.
In the interview schedule there were two ways one could arrive 
at an estimate of how important a role leaders played in community 
projects undertaken in the several communities. In the first in­
stance, leaders were asked to examine themselves on a scale of in­
active to active in regard to each project. In the second instance, 
the author made an evaluation of leader activity in the several pro­
jects from their description of the things they had actually done. It 
was felt that both procedures were reliable indices of leader activity. 
To test this assumption, simple linear correlation was run between the 
co-variables using summary scores obtained by leaders on a two-point 
scale of More Active, Less Active, assigning values respectively to 
these scala points. The correlation analysis yielded an r value of 
.3221, significant at the .0062 level, Indicating a positive correla­
tion between the self-evaluation of leaders and the author's estimate 
of the leaders with regard to leader activity. This would imply that 
the use of either variable would provide similar result. The author 
decided to choose his own evaluation of leader activity as one of the 
major dimensions of leadership and labeled it role of leaders.
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Years Lived In the Community
It was observed that leaders In the communities studied had 
resided there continuously for an average of 37 years. However, 
there was no statistical significance observed in the role of leaders 
in community projects nor In their organization participation accord­
ing to years of residence.
Age
The range of age for community leaders was 23 to 85 years with 
a mean age of 56. Older leaders tend to play a "more important" role 
in community projects, but this was not statistically significant. In 
regard to organization participation, older leaders tended to partici­
pate to a greater extent than younger leaders. In this case the 
difference was statistically significant.
Sex
Female leaders tend to play a more active role in community pro­
jects than male leaders. This difference was statistically signifi­
cant in both the church improvement and voter registration projects. 
Female leaders also participated more in community organizations. How­
ever, the difference here was not great enough to be statistically 
signifleant.
Marital Status
Seventy percent of the leaders participating in this study were 
married, while 30 percent were either single, divorced, or widowed.
The role of leaders in community projects was not found to be statis-
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tlcally significant according to marital status. The same was 
true for organization participation according to marital status.
Education
The range in years of schooling for leaders was two to twenty 
years with a mean of 8.9 years. This finding coincides with the 1970 
U. S. Census of population. Leaders who played a "more important" 
role in community projects as well as participated to a greater ex­
tent in community organizations also tended to have more education than 
those leaders who played a "less important" role in community projects 
and organization participation. However, the differences in the 
education of leaders who played a "more important" and "less important" 
role in community projects were not great enough to be statistically 
significant. The positive correlation between education and organiza­
tion participation was also not significant.
Employment Status
Slightly more than one-half of the leaders in the study were 
employed. The relationship between employment and leadership roles in 
both the church improvement and voter registration projects was 
statistically significant in favor of those leaders who were employed. 
The employed leaders also participated to a greater extent in communi­
ty organizations than unemployed leaders. This relationship was sta­
tistically significant.
Income
The income among leaders in this study had a range of $1,500 to
76
$21,000 with an average of $6,673. The correlation coefficient of 
.22 suggested a close positive relationship between income and organi­
zation participation. This meant that leaders with higher incomes 
are likely to participate more in community organizations than leaders 
with lower incomes.
Contacts with Elected Officials
It was found that those leaders who played a "more important" role 
in community projects also had a greater number of contacts with elected 
officials —  police jurors and school board members. It was also 
found that leaders with a higher score for participation in existing 
community organizations also had a greater number of contacts with 
elected officials.
Obligations of Leaders Toward Community Development Activities
Leaders were presented five community development activities 
and asked how obligated they felt to perform these activities. Leaders 
felt highly obligated to perform all these activities. Positive and 
statistically significant correlation were indicated between the lead­
ers feelings of obligation toward the five activities and their impor­
tance of their role in action-type community projects as well as their 
participation in existing community organizations. The only relation­
ship which was statistically non-significant was the one between leader 
obligation to represent their communities before public bodies and 
organization participation.
Parliamentary Procedure
A high correlation was found between leaders competence in
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parliamentary procedure and the Importance of their roles in com­
munity development projects as well as their participation in existing 
community organizations. This means that leaders who participated 
more in community development projects and existing community organi­
zations were likely to learn and utilize parliamentary procedures. 
These findings were found to be statistically significant.
Impact of Leader Training Program
None of the three training environments proved superior of the 
other that could be observed from this study. However, there were 
some findings that are important.
Perhaps the most important finding was that concerning problems 
mentioned by leaders before and after training program. The problems 
mentioned before training had greatly diminished after training re­
gardless of the environment in which the training took place.
Leaders are now experiencing frustration because families are 
not taking advantage of the services that they have learned are avail­
able to improve the quality of life for families in their communities.
With regard to the church improvement project, leaders playing 
a "more important" role were about evenly distributed among the three 
training environments. Among the leaders playing a "less important" 
role, more of them had been trained in their own community.
In the voter registration project, larger proportions of leaders 
playing a "more important" role had been trained either in the commu­
nity or at the community-university environment. The university only
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approach had the least number of leaders playing a "more important" 
role In the voter registration project.
The differences in the importance of the role of leaders by 
training environments were not found to be statistically significant. 
This would imply that the environment in which leader training takes 
place is not likely to have a significant influence on the outcome of 
such educational efforts.
CONCLUSIONS
Profile of Black Community Leaders Who Are Likely to Play Important 
Roles in Community Development Projects and Participate in Community 
Organizations
The findings of this study suggest certain characteristics of 
black community leaders that can be relied upon to play major roles 
in action-type community development projects and participate readily 
in community organizations.
The typical community leader can be described as having the 
following characteristics:
1. A slightly older individual, perhaps in the fifties.
2. May be male or female according to this study, however 
leader tasks need to be considered in making judgements 
with regard to male and female abilities to handle these 
tasks.
3. Likely to be married.
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4. Has frequently contacts with elected officials such as 
police jurors or school board members.
5. The income is likely to be above average for the community.
6. Likely to hold membership in several community organizations 
and have a good attendance record at meetings by the 
organization.
7. Have a level of education slightly higher than the average 
citizen in the community.
8. Feel a sense of responsibility to perform various activities 
to further community development.
9. Have a good level of competency in the use of parliamentary 
procedures.
Implication for Leadership Development in Extension Education Programs
Effective leadership at the local level is imperative in action 
type community development programs. This study has some implica­
tions for Extension workers conducting community development in 
rural communities where the population is mostly black.
The suggestions listed may be useful to informal adult educators 
who are responsible for the job of leadership development.
1. In recruiting community leaders, in predominantly rural black 
communities, agents should expect to find most recognized 
leaders to be over 50 years of age and to be found in both 
sexes.
2. Since it was pointed out in this study that a larger percent
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of leaders who played a "more important" role in action- 
type community development projects also had higher income 
and higher educational level, compared to the general popu­
lation, these characteristics might be considered in re­
cruiting for such programs.
3. Selected leaders should be given training in the areas of 
leadership roles, services available through the various 
agencies and be taught to utilize both human and community 
resources in order to further maximize their leadership po­
tential.
4. It is suggested that leaders who feel obligated to perform 
certain leadership activities be recruited for participation 
in community development programs in that they are likely to 
have frequent contacts with elected officials that may be 
called upon to sponsor and support financial arrangements for 
community development programs.
Implication for Further Research
1. Comparisons of the extent of community activity in similar 
communities whose leaders have not received extensive train­
ing could be made with these communities where training has 
been given.
2. Research should be done three or more years after the leader­
ship training in order to assess the longitudinal effect of 
such training.
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3. Similar studies should be done in black rural communities 
in other areas of the state and region.
4. Comparison of the leadership structure in white rural com­
munities of the area could be made to that of the black 
rural communities.
5. More research involving larger numbers of leaders should be 
made concerning the relative value of various leadership 
training environments.
6. Research should be done involving leadership training of 
cadres of young black leaders and/or potential leaders and 
their effectiveness in community development programs.
7. Research should be done with potential community leaders that 
have less than average income and education for their commu­
nity in order that they be motivated to improve their efforts 
by making special attempts to involve them in community 
development projects.
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STUDY OF COMMUNITY LEADERS IN RURAL COMMUNITIES 
INTERVIEW SCHEDULE
I . GENERAL INFORMATION
Name of Leader________________________________  Schedule No._____
Date of Interview__________ Parish__________ Community___________
Present Marital Status: Single__Married___Divorced___Widowed
Sex: Male__________ Female_________  Religion:_________________
1. How long have you lived in this community? No. of Years
2. Do you own or rent your home? Own
Rent
Other
3. Are you a registered voter? Yes______  No_______
(If no, do not ask No. 4)
4. Did you vote in the last parish
election? Yes______  No_______
II. COMMUNITY ORGANIZATIONS AND LEADERSHIP ROLES
5. There are perhaps several organizations in your community in
which one could hold membership. Name the community organi­
zations of which you are a member and give office you held
before the leadership training program began, office held in 
last two years and the office you are now holding:
OFFICE HELD
ORGANIZATIONS Member
Before Training 
Program Began
Last 2 
Years Currently
1. Church
2. Benevolent Society
3. Parish Education 
Association
4. Local PTA
5. Local PTO
6. Masons
7. Elks
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ORGANIZATIONS
8. Eastern Star
9. Garden Club
10. Extension Advisory
Committee
11. Home Demonstration
Club
12. Others (Specify)
OFFICE HELD
Member
Before Training 
Program Began
Last Two 
Years Currently
6. How often do you attend meetings of the organizations that you 
are a member? Would you say you attended meetings regularly, 
occasionally, seldom or never? (Record for each organization)
1. Organization _____________________
Would you say you attending meetings . . Regularly _____
Occasionally_____
Seldom _____
Never
2. Organization________________ _
Would you say you attend meetings . . . Regularly
Occasionally
Seldom
Never
3. Organization
Would you say you attend meetings . . . Regularly
Occasionally 
Seldom 
Never
4. Organ!za tion
Would you say you attend meetings . . . Regularly
Occasionally 
Seldom 
Never
88
7a. Community leaders sometimes become involved in projects that 
aid the entire community. Name the community projects in 
which you have been involved before and after the leadership 
training program began two years ago.
COMMUNITY PROJECTS
Before
Training
After
Training
1. Community Water System
2. Natural Gas
3. Clean-up Campaign
4. Waste Disposal System
5. Road Improvement
6. Building Community Church
7. Organizing Local PTA/PTO
8. Voter Registration Campaign
9. Others (Specify)
7b. How active have you been in the community projects mentioned?
Before Training After Training
1. Project________
Would you say you Very Active Very Active
have been . . . Fairly Active Fairly Active
Slightly Active Slightly Active
2. Project Very Active Very Active
Would you say you Fairly Active b Fairly Activehave been . . . Slightly Active Slightly Active
3. Project Very Active Very Active
Would you say you Fairly Active Fairly Active
have been . . . Slightly Active Slightly Active
4. Project Very Active Very Active
Would you say you Fairly Active Fairly Active
have been . . . Slightly Active Slightly Active
8a. Have you been opposed to any community projects? Yes  No
8b. If yes, explain when and why you were against the community 
projects: Project Narae____________________i____________________
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Reason for Opposing
9a. What have you done as a leader in planning or carrying out
community projects? Name the projects and the part you played:
a. Project (Name)___________ _______ _______________________________
b. Project (Name)
c. Project (Name)
9b. What do you think have been some of your better achievements as 
a community leader?___________________________________________ ____
9c. What are some of the problems or conditions in your community 
that should be worked on as community projects but are not?
10. To what extent have people been Very cooperative
cooperative in working on communi- Somewhat cooperative
ty projects? Would you say they Slightly cooperative
have been . . . Not cooperative
11a. In your opinion, has the leadership training program been 
effective in getting more people involved in working into 
the community? Yes_______ No_
lib. If yes, how effective has the
leadership training program been 
in involving more people in 
community projects? Would you 
say it has been . . .
Very effective 
Somewhat effective 
Slightly effective 
Not effective
12a. Have you been able to influence some of the community 
people and get them more actively involved in community 
projects? Yes ____  No
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L2h. If yes, name some of the people you have been able to 
inf 1uence:
1 . 5.
2.
3.'
4.'
6.
7.'
8.'
13. To what extent are you Involved 
as a leader in more than your 
community? Would you say you 
are involved as a leader in . .
Your community only 
2 or more communities 
One ward only 
2 or more wards 
Your parish only 
2 or more parishes 
Statewide
111. COMMUNITY ISSUES AND RELATIONSHIP WITH ELECTED OFFICIALS
14. In most communities there are a number of issues being dis­
cussed that can, in some way, affect the lives of all families 
in the community. What are the issues in your community at 
this time?
Issue A (Name)_______________________________________________________
a. How familiar are you with the Very familiar
issue? Would you say you Somewhat familiar
are . . . Slightly familiar
b. How strongly do you feel 
about the issue? Would you 
say you have . . .
Very strong feelings 
Strong feelings 
Weak feelings 
No feelings at all
c. Are you actively involved in the issue? Yes_ 
Issue B (Name) ____ _____ _______________________
How familiar are you with the 
issue? Would you say you 
are . . .
How do you feel about the 
issue? Would you say you 
are . . .
Very familiar 
Somewhat familiar 
Slightly familiar
Very strong feelings 
Strong feelings 
Weak feelings 
No feelings at all
No
c. Are you actively involved in the issue? Yes No
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Issue C (Name)
b.
How familiar are you with the 
issue? Would you say you 
are . . .
How do you feel about the 
issue? Would you say you 
are . . .
Very familiar 
Somewhat familiar 
Slightly familiar
Very strong feelings 
Strong Feelings 
Weak feelings 
No feelings at all
c . Are you actively involved in the issue? Yes No
15a. Do you know some elected officials that represent you?
Yes No
15b. If yes, would you list the elected officials, the position they 
are elected to and the number of contacts you have had with each 
In the last six months and the last two years:
Name of 
Elected 
Official
Elected
Position
No. of Con 
tacts in 
last 6 mo.
-No. of Con­
tacts in 
last P. yrs.
Discussed
Community
Projects
How successful 
was discussion?
Yes,
formally 
Yes,
informal
No
Completely
successful __
Partially
successful __
Not successful
Yes,
formally 
Yes,
informal
No
Completely
successful __
Partially 
successful 
Not successful
Yes,
formally 
Yes,
informal
No
Completely 
successful 
Partially 
successful 
Not successful
Yes,
formally
Yes,
informal
No
Completely 
successful 
Partially 
successful 
Not successful
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IV.
17.
AREAS OF TRAINING
The training you received was divided into three different areas 
and time periods each year:
1. Leadership Roles - Which included such subjects as parliamen­
tary procedure, group discussions, planning and conducting 
meetings and organizing conmunity improvement programs:
16a. How would you rate the training Very helpful 
received in the areas of leader- Some help 
ship roles? Would you say the Little help 
training was . . .  No help
Assistance Agencies and Off-Farm Opportunities - The second 
area in which you received training was assistance that is 
available to families in your community from assistance 
agencies, such as FHA, social security, Extension Service, 
Man Power Development and included methods and procedures 
for making full use of such agencies to improve the standard 
of living.
16b. How would you rate the training Very helpful
received in the area of Assis- Some help
tance Agencies and Off-Farm Job Little help
Opportunities? Would you say No help
the training was . . .
3. Community Resources - The third area in which you received 
training was comnunity resources which included human re­
sources, results from community questionnaires, identifica­
tion of community problems and how to go about solving these 
problems through group efforts.
16c. How would you rate the training Very helpful
received in the area of Com- Some help
munity Resources? Would you Little help
say the training was . . .  No help
Looking at the entire leadership training Very helpful
program in which you have been participa- Somewhat helpful
ting for the last two years, how helpful Slightly helpful
has the training been to you as a communi- Not helpful
ty leader? Would you say It has been. . .
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V. ATTITUDES AND ACCOMPLISHMENTS
18a. To what extent are you satis­
fied with your accomplishments 
as a community leader? Would 
you say you are . . .
Very satisfied 
Fairly satisfied 
Slightly satisfied 
Dissatisfied
18b. If slightly satisfied or dissatisfied, explain:
19. As a community leader, to what extent do you feel obligated 
to do the following activities? Would you say you feel:
Leader Activities
Highly
Obligated
Fairly
Obligated
Somewhat
Obligated
Not
Obligated
1. Assist in identifying 
community problems
2, Develop plans for com- 
i munity improvement— .... . , —
;3. Encourage others in 
the community to sup­
port efforts made in the 
i interest of the communi­
ty
i. Represent your community 
on committees before pub­
lic bodies such as the 
police jury or school 
board
5. Keep people Informed 
about those things 
which affects the 
conmunity
20a. To what extent do you feel confi- Very confident
dent to represent your communitys Fairly confident
interest before public bodies Slightly confident
such ae the school board or police Barely confident
jury? Not confident
20b. Would you have felt this confident before participating in the 
leadership training program? Yes____  No ___
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21a. What are some of the problems that you experienced as a
leader in the conmunity before the leadership training
program began two years ago?
a  ._____________________________________________________________
b  ._____________________________________________________________
c  ._____________________________________________________________
21b. What are some of the problems that you experienced as a
leader in the community since the leadership training
program?
a  ._____________________________________________________________
b  ._____________________________________________________________
c  ._____________________________________________________________
21c. How can you overcome problems just mentioned? (List solutions 
to problems above)
1.
2.
3.
22a. Have you contacted any local, state or 
federal agencies concerning services 
they render that may be helpful in your 
community?
22b. If so, what were the results?
VI. TRAINING NEEDS
23. What are some of the kinds of information or training that 
would be helpful to you as a leader that you have not re­
ceived in the leadership training program? (List)
Yes, local 
Yes, state 
Yes, federal 
No
95
24, Based on your experience as a leader, what are some of the 
skills and knowledge that a community leader should have in 
order to be successful in working with people?
25a. The leadership training program was not designed to train 
every leader in your community. Do you know some community 
leaders or persons who are usually responsible for getting 
things done in the community but were not included in the 
leadership training program?
Yes No
25b. If yes, would you list them:
1  .____________________________  5.
2 .  6 .
3 .____________________________  7 .
4.  8.
26. How would you compare this 
COMMUNITY with other com­
munities about its si2e 
as far as community improve­
ment is concerned? Would you 
say this community is . . .
Better off than most 
Worse off than most 
About the same as most
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27. What suggestions do you have for communities that are not as 
well off as this one? List them:
28. Based on your knowledge of this community and the efforts put 
forth by the leadership and families here, how do you picture 
this community as being in the next four or five years? 
(Probe)
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VII. LEADERSHIP ABILITIES AND FUNCTIONS
29. To what extent do you feel you can perform 
these various leadership functions or 
possess these leadership characteristics. 
Rate yourself as to hew well you can per­
form these functions or possess these 
characteristics:
<<n HItuH* fH-
s:n>
1.
2.
3.
5.
Know when members are out of order
Know how to preside over meetings
Know how to handle a group in making decisions
Know how to settle group conflicts
Know how to organize groups for community 
projects____________________________________
6. 
7.
Believe in the democratic process
Well informed on matters concerning the 
community_________________________________
JL.
9^
IQ.
11^
12 .
13^_
14.
15j_
16.
17.
Have confidence in the group process
Encourage "weness" in group decisions
Raise the morale of members of a group
Respected by members of the group
Know how to plan a meeting
Know how to get members to work cooperatively
Possess good judgment
Fair to all members of a group
Tactful in dealing with people
Understand people
18. Possess a pleasing personality
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VIII. INCOME, EMPLOYMENT AND EDUCATION OF FAMILY MEMBERS:
30. Will you indicate the sources of income for all family 
members living at home such as:
Wages or Salaries________________________________________
Insurance Payment________________________________________
Business______________Social Security______ Veterans^____
Earning___________________  Other_________________________
31. Would you give an estimate of the total income for all 
family members living at home last year?
32. What is your occupation?
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DATA ON FAMILY MEMBERS 
(Identify leader/s with a check mark)
Members of 
Household 
(Relation to 
Head) Age
Last Grade 
Completed 
Public 
Schools College
Full
Time
Part
Time
Employment Status 
Unemployed 
Wants Work
Yes No
1. Head
2. Wife
3. Son
4. Son
5. Son
6. Son
7. Daughter
8. Daughter
9. Daughter
10. Daughter
11. Other
12. Other
APPENDIX B
PARISH MAPS SHOWING COMMUNITIES INVOLVED
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Map of West Feliciana Parish Showing Study Communities
[OKE
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East
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APPENDIX C
MEMBERSHIP/OFFICERSHIP IN COMMUNITY ORGANIZATIONS
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A COMPARISON OF THE ROLE OF LEADERS BY MEMBERSHIP/OFFICERSHIP OF 
OF COMMUNITY ORGANIZATIONS IN SELECTED LOUISIANA COMMUNITIES
1975
Mean Membership/Offlcershlp Score by Project
Importance of 
Leader Role
Church
Improvement
Voter
Registration
Church
More Important 
Less Important 
Overall
F
P
Benevolent Society 
More Important 
Less Important 
Overall 
F
Non-Profit Association 
More Important 
Less Important 
Overall 
F
PTA
More Important 
Less Important 
Overall 
F
Fraternal
More Important 
Less Important 
Overall 
F 
P
1.87 
1.54 
1.68 
9.53 
^  .0029
1.20 
1.02 
1.10 
/I 1 NS
.43 
.37 
.39 
< ( 1  NS
.40
.20
.28
1.95 with 1 and 
69 df
^  . 16
1.07
.51
.68
4.39 with 1 and 
<  .0398 df
1.78
1.61
1.68
2.06 with 1 and 69 df 
P .1557
1.26 
1.00
1.10 
1 and 69 df 
^  .1743
1.88 with 
P
.59 
.27 
.39 
^  .0872
.37
.23
.28
1
NS
.93
.52
.68
4.60 with 1 and 69 df 
.0356
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Importance of 
Leader Role
Membership/Officership Score Continued
Church
Improvement
Voter
Registration
Church Association
More Important .30 .33
Less Important .10 .10
Overall .18 .18
F 2.46 with 1 and 69 df 3.46 with 1 and 69 df
P .1213
Political Action
Group
More Important .80 .25
Less Important .37 1.04
Overall .55 .55
F 5.88 with 1 and 69 df 22.91 with 1 and 69 dJ
P ^ . 0 1 7 9 ^  .0001
APPENDIX D
ROLE OF LEADERSHIP BY ATTENDANCE AT MEETINGS
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A COMPARISON OF THE ROLE OF LEADERS BY ATTENDANCE AT MEETING 
OF COMMUNITY ORGANIZATIONS IN SELECTED LOUISIANA 
COMMUNITIES, 1975
Mean Attendance Score
Importance of 
Leader Role
Church
Improvement
Voter
Registration
Church
More Important 3.00
Less Important 2.98
Overall 2.99
F ^  1 NS
Benevolent Society
More Important 2.30
Less Important 2.05
Overall 2.15
F 1 NS
Non-Profit Association
More Important 
Less Important 
Overall 
F 
P
PTA
More Important 
Less Important 
Overall 
F
Fraternal
More Important 
Less Important 
Overall 
F 
P
.90
.53
.69
1.45 with 1 and 69 df 
^  .2327
.50
.44
.46
1
NS
2.13
1.05
1.51
11,22 with 1 and 69 df 
.0013
3.00
2.98
2.99 
^  1 NS
2.33 
2.05 
2.15 
<  1 KS
1.04
.48
.69
3.41 with 1 and 69 
<  .0689
df
.67
.34
.46
1.50 with 1 and 69 df 
P .2254
2.11 
1.34
1.51
8.45 with 1 
/  .0049
and 69 df
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Mean Attendance Score Continued
Importance of 
Leader Role
Church
Improvement
Voter
Registration
Church Association 
More Important 
Less Important 
Overall 
F 
P
.80
.22
.46
5.18 with 1 and 69 df 
.0260
.66
.34
.46
1.50 with 1 and 69 df 
2254
Political Action Group
More Important 1.07
Less Important .88
Overall .96
F <£ 1
P NS
1.66
.52
.96
13.61 with 1 and 69 df 
0004
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LEADERSHIP ROLES AND GROUP DYNAMICS
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I.
II.
LEADERSHIP ROLES 
INTRODUCTION
Introduction 
Purpose of Program
Leadership
1. Questions Raised by Leader
a) How democratic should I be?
b) When should I make decisions alone and when should I share 
this responsibility with others?
c) What does "democratic" mean?
d) How can a leader be flexible?
2. Facts about Leadership
a) Concepts of leadership changed in past half century.
1. What kind of person makes a good leader? (old way)
2. What does an effective leader do?
3. Greater emphasis on group decision making and action
A. Use of words like "involvement" and "motivation"
5. Popular to be democratic.
3. Some Useful Guidelines for Leaders
a) Flexible
b) Self-Aware
c) Honest
d) Keeps in mind . . . immediate and long range aspects
e) Does not try to avoid responsibility
f) Make certain that decisions are made
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4. Styles of Leadership Behavior
a) Telling
b) Persuading
c) Consulting
d) Joining
e) Delegating
5. Aspects of the Situation
a) Type of organization
b) Group effectiveness
c) The problem itself
d) Pressure of time
6. Aspects of Group Members
a) Readiness
b) Interest
c) Knowledge and experience
d) Understand and identify with problem
7. Aspects of Leader
a) Value system
b) Confidence
c) Leadership "ways"
d) Feeling of security
8. Strategies
a) Raising the level of motivation of group
b) Improving the quality of all decisions
c) Developing Teamwork and Morale
d) Furthering the individual development of members
e) Increasing the readiness to accept change
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LEADERSHIP ROLES 
GROUP DYNAMCIS
I. Introduction
A. Questions leaders ask
B. Definition of group dynamics
C. Principles about group behavior
II. Some Useful Guidelines for an Effective Group
A. Clear understanding of purposes and goals
B. Flexible in selecting procedures as work toward goals
C. Achieved high degree of communication and understanding
among members
D. Able to initiate and carry on effective decision making, 
considering minority viewpoints, and securing commitment of 
all members on important decisions.
E. Achieves appropriate balance between group productivity
F. Provides for sharing of leadership responsbillties by group
members
G. Has high degree of togetherness
H. Makes intelligent use of the differing abilities of its 
members
I. Is not dominated by its leader or any of its members
J. Objective about reviewing its own processes
K. Maintains a balance between emotional and rational behavior
III. Basic Concepts
A. Group Background
B. Group Participation
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c. Group Communication
D. Group Togetherness
E. Group Atmosphere
F. Sub-Groupings
G. Group Standards
H. Group Procedures
I. Group Goals
J. Group Leader and Member Behavior
IV. Leadership Functions In A Group
A. Task Functions
1. Initiating
2. Information or opinion seeking
3. Information or opinion giving
4. Clarifying or elaborating
5. Summarizing
6. Consensus testing
B. Maintenance Functions
1. Encouraging
2. Expressing group feelings
3. Harmonizing
4. Compromising
5. Gate-keeping
6. Setting Standards
V. Characteristic Problems of Members In Group
A. Problems
1. Problem of Identity
2. Problem of Power and Influence
3. Problem of Goals and Needs
4. Problem of Acceptance and Intimacy
B. Suggested Answers to Problems
Ill
VI. Yardstick For Measuring Growth of Group
A. How clear are group goals?
B. How much trust and openess in group?
C. How sensitive and perceptive are group members?
D. How much attention was paid to process?
E. How were group leadership needs met?
F. How were group decisions made?
G. How well were group resources used?
H. How much loyalty and sense of belonging to the group? 
VII. Decision-Making
A. Introduction
B. Questions Raised by Leader
C . Definition of Decision-Making
D. Misconceptions About Decision-Making
E. Analyzing the Decision-Making Process
1. Background Factors
2. Problems of Perception
3. Analytical Process
4. Action and Reaction
F. Improving the Decision Making Processes
1. Understanding organizational objectives
2. Understanding what is going on in the organization
3. Understanding role of individual
4. Clarifying problem areas and issues
5. Improving problem-solving skills
6. Strengthening internal communication
7. Clarifying the relationship between decision-making 
and action
8. Improving the working relationships at all levels 
Useful Guidelines about Decision-Making
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THE INDIVIDUAL LEADER
The Pointers listed about the good qualities of an individual
community leader were strongly stressed. For review, they are
stated below:
A group leader should:
1. Time his actions accroding to the needs and readiness of the 
members.
2. Be able to accept the expressions of members feelings.
3. Respond with sensitivity to the feelings of members.
4. Is sensitive to the needs and problems of the coimmnity.
5. Shows behavior that proves his acceptance of members.
6. Develop goals with the group that is in agreement with the 
overall purpose and function.
7. Seek, select and use the proper community resources with 
group members.
8. Prepare for meetings and follow through on responsibilities 
he or she has taken.
9. Know when and how to help the group disband or to change its 
purpose.
10. Is aware of what the group means to the members.
11. Encourage group members to understand and support one another 
in their efforts toward positive change.
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12. Use communication that is suitable for or fits the members of 
the group.
13. Encourage group members to express their feelings and ideas in 
relation to the group's experience.
14. Be able to be entrusted with information obtained.
15. To consider individually, each member and his or her needs 
throughout the group experience.
16. Begin where the group members are and continues to help it at 
its own pace and move at a pace that is most favorable to them.
17. Encourage the members to plan and to act for themselves to the 
fullest extent possible in accordance with their abilities and 
readiness for the groups purpose.
18. Take responsibility for guiding the group meetings toward the 
achievement of its goals.
19. Recognize and works with other leaders and groups in the community 
to meet the needs of the community.
20. Use good judgment on limiting the group on certain things based on 
an understanding of what will be helpful to individuals and the 
group's purpose.
APPENDIX F 
FACTS ABOUT YOUR COMMUNITY
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FACTS ABOUT YOUR COMMUNITY*
NAMES OF COMMUNITIES AND THE NUMBER OF 
  FAMILIES RESPONDING
East Feliciana West Feliciana
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Years lived in
Community
a. Less than 3 yrs. 1 0 0 0 A 7
b , 3 to 9 years 3 2 5 0 18 20
c. 10 to 19 years 2 1 8 2 7 9
d. 20 to 29 years 5 10 5 8 11 A
e. 30 years or more 29 76 60 AA 20 10
Sex of head of
household
a, Male 33 65 60 A1 A0 32
b . Female 7 25 20 13 20 18
Veteran of Armed
Forces 9 11 15 3 6 6
Attended a Trade
School 1 8 5 1 3 2
Are you a registered
Voter?
a. Yes 37 73 71 53 57 A5
b. No 3 17 9 1 3 5
Participate in Food
Stamp Program
a . Yes 11 AA 28 23 29 17
b . No 29 A6 52 30 31 33
lese facts were collected from each community by the use of a
prepared interview schedule. The findings were presented to 
leaders of each community to aid them in identifying community 
problems.
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Own or rent home
a. Own 28 72 61 18 40 26
b . Rent 9 17 16 36 20 23
c. Other 3 1 5 0 0 1
Household Items Owned:
a. Sink 29 50 62 11 43 30
b. Stove 39 90 77 54 59 49
c. Refrigerator 39 84 75 51 59 43
d. Wall Cabinets 29 47 41 12 38 25
e. Base Cabinets 31 57 45 10 29 33
f. Food Freezer 35 65 52 33 35 25
g. Record Player 26 49 45 27 37 27
h. Radio 40 81 71 40 57 44
i. Television 40 87 70 43 56 44
j. Clothes Dryer 8 7 3 7 4 6
k. Sewing Machine 28 44 37 20 27 18
1. Washing Machine 29 64 34 35 41 29
m. Air Conditioner 9 13 19 10 22 9
n . Fan 40 72 64 38 53 41
Have running water in home:
a. Yes 28 56 59 13 41 24
b . No 12 34 21 41 14 11
Have hot water in home:
a. Yes 24 45 54 9 41 24
b . No 16 45 26 45 19 26
Have flush toilet in home:
a. Yes 27 54 60 12 44 30
b. No 13 36 20 42 16 20
Have bathtub in home:
a. Yes 27 54 60 13 44 28
b . No 13 36 19 41 16 22
Have the following items:
a. Car 28 52 46 32 41 30
b. Truck 22 36 32 20 23 17
c. Tractor 11 14 10 8 8 5
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Source of heat for home 
a. Electricity
:
1 0 0 0 1 2
b . Gas 29 39 57 20 40 29
c. Wood 1 20 13 13 9 10
d. Other 0 0 0 0 2 1
e. Two of the above 9 31 10 21 8 8
Source of water supply:
a. Open well 9 26 7 12 5 3
b. Spring 0 0 00 10 0 0
c . Hand pump 0 0 4 0 1 0
d. Overhead water tank 0 0 14 11 6 16
e. Electric pump 29 63 10 9 47 29
f. Other 1 1 45 11 1 2
Condition of house:
a. Very good 11 7 3 6 19 15
b. Good 11 33 31 12 16 13
c. Fair 14 38 33 24 19 15
d. Poor 4 9 13 12 6 7
Community Recreational Facilities 
a. Very good 0 0 0 0 0 1
b. Good 0 0 0 2 2 1
c. Fair 7 1 23 8 9 10
d. Poor 7 6 3 12 17 25
e. None 25 83 54 32 32 25
Condition of community 
a. Very good
roads
2 1 0 2 0 0
b . Good 3 6 14 8 9 11
c. Fair 8 33 51 19 29 17
d. Poor 27 50 15 25 23 22
Occupation of head of house 
a. Not working 12 46 26 22 19 12
b. Full-time Fanner 1 4 1 0 1 1
c. Part-time Fanner 0 5 8 5 4 0
d. Other 26 30 38 24 34 35
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a. Does not work 13 45 26 22 19 12
b. In the community 8 18 22 9 18 12
c. Out of community 18 18 25 19 32 25
d. In and out of conmunityO 9 2 4 1 1
Distance of job from home
a. Not applicable 15 57 42 29 25 19
b. Less than 5 miles 4 1 7 0 2 10
c. 5-10 miles 2 4 2 2 9 7
d. 11-25 miles 10 9 12 11 15 7
e. 26 or more 4 15 13 9 7 7
Own a farm
a. Yes 4 15 9 7 5 3
b. No 34 75 71 47 55 48
Acres Owned
a. None 34 74 70 49 55 48
b . 20 or less 0 6 3 2 3 1
c. 21-49 3 5 3 1 1 1
d. 50-99 0 0 2 0 0 0
e. 100 and above 0 4 1 1 1 0
Acres Rented
a. None 35 80 76 49 53 48
b. 20 or less 0 3 2 2 4 1
c. 21-49 1 0 1 1 0 1
d. 50-99 0 1 0 0 0 0
e. 100 and above 0 1 0 1 0 0
Use of land
a. Not applicable 34 72 66 45 51 46
b. Cultivated 3 3 9 4 7 3
c . Woodland 0 0 0 0 0 0
d. Cultivated & Woodland 1 14 4 4 2 1
Type of rental agreement
a. Not applicable 39 86 77 49 54 48
b. Oral 1 4 3 0 6 2
c. Written 0 0 0 2 0 0
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27. Length of Rental Agreement
a. 3 years or less 0 2 3 3 5 2
b . 4 years or more 0 0 1 1 0 0
28. Crops grown
a. Cotton 0 0 0 0 0 0
b. Corn 1 12 11 7 8 3
c. Potatoes 1 1 3 5 8 3
d. Peppers 0 4 0 0 0 0
e . Beans 0 9 0 0 0 0
29. Beef on farm
a . None 36 73 64 47 57 50
b. 20 or less 1 10 13 6 2 0
c. 21 or more 2 3 1 1 1 0
30. Hogs on farm
a. None 37 75 62 39 53 47
b. 20 or less 3 14 15 14 7 3
c. 21 or more 0 1 1 1 0
31. Horses or mules on farm
a. None 38 78 65 45 57 48
b. One 1 4 13 6 1 1
c. Two or more 1 8 2 3 1
32. Chickens
a. 20 or less 3 6 7 11 2
b. 21 - 50 1 7 6 8 1 1
c. 51 or more 0 0 1 0 1 0
d. None 36 77 64 35 49 47
CONTACTS AND USE OF AGENCIES
33. Production Credit Association
a. Contacts 7 8 8 13 6 7
b. Used the service 0 3 0 0 0 0
c. Neither of the above 33 79 71 41 54 43
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34. Farmers Home Administration
a. Contacts 9 11 9 6 26 19
b. Used the service 1 5 2 2 10 7
c. Neither of the above 29 74 68 46 24 27
35. Federal Housing Administration
a. Contacts 9 14 9 4 27 22
b . Used the service 2 1 1 0 2 0
c. Neither of the above 29 75 69 50 31 28
36. Federal Land Bank
a. Contacts 5 8 5 3 15 2
b . Used the service 0 3 1 0 0 0
c. Neither of the above 35 79 73 51 45 43
37. Rural Electrification Cooperation
a. Contacts 10 6 10 23 4 13
b. Used the service 21 83 7 1 0 2
c. Neither of the above 9 1 62 30 56 35
38. Soil Conservation Service
a. Contacts 10 11 11 2 21 11
b . Used the service 5 13 2 5 1 0
c. Neither of the above 25 66 66 47 38 39
39. Cooperative Extension Service
a. Contacts 11 8 7 3 20 8
b . Used the service 7 56 4 0 1 1
c. Neither of the above 24 26 68 51 39 41
40. Agricultural Stabilization and
Conservation Service 2 11 6 2 6 9
a. Contacts 4 12 1 0 0 0
b. Used the service 34 67 72 52 54 42
c. Neither of the above
41. Public Welfare and Food Stamp Service
a. Contacts 22 10 21 20 25 29
b. Used the service 9 50 7 9 25 10
c. Neither of the above 9 30 51 25 11 11
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Public Health Service
a. Contacts 19 13 10 5 20 18
b. Used the service 13 52 5 6 22 12
c. Neither of the above 8 25 64 53 18 20
Forest Service (National)
a. Contacts 7 9 5 0 16 5
b. Used the service 0 2 1 0 0 0
c . Neither of the above 33 79 73 54 44 45
State Forestry Commission
a. Contacts 4 19 6 0 16 6
b. Used the service 1 4 0 0 0 1
c . Neither of the above 35 67 73 54 44 43
Medicare
a. Contacts 15 18 23 10 36 29
b. Used the service 7 31 4 3 11 8
c. Neither of the above 18 41 52 41 13 13
46. Manpower Development
a. Contacts 8 15 2 0 18 10
b . Used the service 0 1 0 0 0 1
c. Neither of the above 32 74. 77 54 42 39
EXTENSION OF UNDERSTANDING OF AGENCIES 
47. Production Credit Association
a. Well understood 1 2 1 1 0 1
b.
c.
Some understanding 
Donot understand at
5 24 2 0 5 4
all 4 2 26 22 5 2
d. Have not heard of it 30 
Farmers Home Administration
62 49 31 50 44
a. Well understood 2 6 1 1 2 6
b.
c.
Some understanding 
Donot understand at
8 35 8 5 30 11
all 7 1 26 11 7 6
d. Well understood 23 48 43 37 21 27
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Federal Housing Administration
a. Well understood 3 2 2 0 1 1
b. Some understanding 12 3A 17 7 25 15
c. Donot understand at 5 
all
2 17 9 7 5
d. Have not heard of it 20 52 
Rural Electrification Cooperation
A2 38 27 28
a. Well understood 11 87 6 3 0 0
b. Some understanding 16 2 2A 18 2 8
c. Donot understand at 2 
all
0 25 3 5 7
d. Have not heard of it 11 1 31 30 53 35
Federal Land Bank
a. Well understood 0 0 0 0 1 0
b. Some understanding 7
c. Donot understand at
37 3 1 1A A
all 3 2 25 13 5 2
d. Have not heard of it 30 50 A9 A0 A1 A3
Soil Conservation Service
a. Well understood A 8 1 2 0 0
b. Some understanding 13
c. Donot understand at
A9 10 5 20 10
all 5 1 23 11 3 3
d. Have not heard of it 18 31 A3 36 37 37
Cooperative Extension Service
a. Well understood 3 A0 2 1 6 3
b. Some understanding 11
c. Donot understand at
39 16 3 1A 6
all 6 0 17 9 2 1
d. Have not heard of it 20 11 A3 A1 38 A0
Agricultural Stablization and
Conservation Service 0 9 0 1 0 0
a. Well understood 7 A3 5 1 5 6
b. Some understanding 6 2 30 13 5 1
c. Donot understand 27
d. Have not heard of it
36 A3 39 50 A3
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Public Welfare and Food Stamps
a. Well understood 5 52 10 2 23 16
b. Some understanding 27 36 55 25 26 25
c. Do not understand 4 0 6 8 3 1
d. Have not heard of it 4 2 7 18 7 8
Public Health Service
a. Well understood 7 44 4 1 22 15
b . Some understanding 28 42 52 13 21 11
c. Do not understand 1 C 8 8 1 4
d. Have not heard of it 4 2 14 32 16 20
Forest Service (National)
a. Well understood 1 2 1 0 3 1
b. Some understanding 5 32 5 0 13 4
c. Do not understand 5 2 25 8 3 1
d. Have not heard of it 29 53 46 46 41 44
State Forestry Commission
a. Well understood 0 4 1 0 2 1
b. Some understanding 8 46 5 0 14 2
c. Do not understand 4 2 26 8 4 1
d. Have not heard of it 28 38 45 46 40 46
Medicare
a. Well understood 2 29 4 0 20 12
b. Some understanding 26 55 51 12 23 22
c. Do not understand 3 1 11 13 4 6
d. Have not heard of it 9 5 13 29 13 10
Manpower Development
a. Well understood 2 4 3 0 2 5
b. Some understanding 5 26 4 0 17 4
c. Do not understand 3 3 33 7 1 2
d. Have not heard of it 30 57 32 47 40 39
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Age of head of household
a. 15-24 years 0 0 1 0 3 0
b. 25-34 years 1 6 7 0 12 11
c. 35-44 years 8 10 12 4 9 12
d. 45-54 years 15 21 10 10 10 9
e. 55-64 years 7 18 18 11 9 8
f. 65 and over 9 33 32 29 17 18
Age of Spouse
a. Wife is head of house 9 48 28 27 24 21
b . 15-24 years 0 1 1 6 6 2
c. 25-34 years 0 7 6 4 6 8
d. 35-44 years 13 6 12 4 7 7
e. 55-64 years 9 7 10 6 9 7
f. 65 and over 6 8 6 4 5 3
Education of head
a. Under 5 years 3 12 14 0 3 2
b . 5-8 years 20 39 31 17 21 17
c. some high school 4 6 9 5 7 9
d. some college 1 9 6 2 8 4
e. completed high sch. 1 2 1 0 3 1
f. completed college 1 1 2 0 1 0
Education of Spouse
a. No spouse 9 48 28 27 24 21
b . Under 5 years 3 7 9 4 4 5
c. 5-8 years 13 17 21 10 13 12
d. Some high school 8 9 8 1 7 8
e. Completed high sch. 2 4 6 6 7 2
f. some college 0 1 0 0 0 1
g. Completed college 2 2 4 1 2 1
Preschool children in household
(under 6 years)
a. None 28 89 64 50 53 40
b. 1 7 0 9 2 7 9
c. 2 5 1 4 2 0 0
d. 3 0 0 3 0 0 0
e. 4 or more 0 0 0 0 0 1
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Children attending school
a. None 13 83 A3 32 40 28
b. 1 6 A 13 2 8 8
c . 2 8 3 6 5 6 6
d. 3 6 0 8 3 3 A
e. 4 1 0 A A 1 1
f. 5 or more 6 0 A 7 0 1
Children attending college
a. None 35 90 76 53 58 45
b. 1 5 0 2 1 2 3
c. 2 0 0 1 0 0 2
d. 3 or more 0 0 0 0 0 0
Children at home who
finished high school
a . None 24 88 70 A6 56 42
b. 1 7 2 7 5 3 5
c. 2 6 0 2 2 1 2
d . 3 or more 3 0 0 1 0 1
Children at home who
finished college
a . None 39 89 79 52 60 49
b. 1 0 1 0 1 0 1
c. 2 or more 1 0 0 1 0 0
Children not in school who
should be (under 16 years)
a. None 38 90 76 52 59 49
b. 1 2 0 3 2 1 0
c . 2 0 0 0 0 0 1
d. 3 or more 0 0 0 0 0 0
126
Sp
ea
rs
 
N 
= 
40
pe
li
xv
il
le
 
N 
= 
90
iTdo c o  
o O 00
S ID 
W *H II 
O -H!?: ra
0)
#o vr 
C m (0
S T "
Z So
li
tu
de
 
N 
= 
60
i
n
d
e
p
e
n
d
e
n
c
e
 
N 
= 
50
71. Employment status of head
a. Full-time 15 28 28 11 33 25
b. Part-time (regular) 3 3 11 5 4 5
c. Part-time (seasonal) 1 10 4 4 4 4
d. Unemployed but wants 5 8 7 9 1 5
to work
e. Unemployed and does not
want to work 1 0 1 4 1 2
f. Retired or disabled 3 3 2 2 0 0
g. None 12 37 24
72. Employment of spouse
a. Wife is head 9 48 28 27 24 21
b. Full-time 10 4 8 2 12 12
c . Part-time (regular) 1 3 5 1 4 1
d. Part-time (seasonal) 1 3 0 0 1 3
e. Unemployed but wants
to work 2 15 9 3 6 6
f. Unemployed but does not
want to work 3 2 2 2 1 3
g. Retired or disabled 1 1 1 0 0 0
h. None 12 16 8
73. Other family members working
a . None 19 7 40 29 25 20
b. 1 3 6 4 0 2 4
c . 2 4 2 1 1 1 5
d. 3 or more 3 0 1 0 0 2
e. No others in house 10 75 34 24 32 19
74. Monthly full-time income of
household head
a. No income 8 16 16 8 6 10
b. Less than $100 3 16 3 9 7 5
c. $100-199 13 26 20 16 12 7
d. $200-299 2 8 8 5 6 5
e. $300-399 3 8 6 3 8 6
f. $400-499 3 4 6 1 7 5
g. $500-699 3 8 5 4 11 7
h. $700 and above 4 4 1 1 2 1
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Monthly part-time regular income of
household head
a . None 35 87 64 46 56 43
b. Less than $100 0 0 0 0 1 0
c. $100-199 0 1 2 0 2 0
d. $200-299 0 2 1 1 0 2
e. $300-399 1 0 1 0 0 0
f. $400 and above 2 0 
Montly part-time seasonal income
5
of
2 1 3
household head
a . None 39 82 71 48 57 44
b. Less than $100 0 0 0 1 0 0
c. $100-199 1 2 3 0 2 0
d. $200-299 0 0 0 1 1 2
e. $300-499 0 0 0 0 0 1
f . $400 and above 0 
Monthly full-time income of
2
wife
0 0 0 3
a. Less than $100 2 8 5 1 1 3
b. $100-199 1 5 4 2 3 2
c. $200-299 3 1 1 0 3 3
d. $300-399 3 0 1 0 2 3
e. $400-499 1 0 2 0 1 1
f. $500-699 1 0 1 0 2 1
g. $700 and above 0 2 0 1 0 0
h. None 27 26 
Monthly patt-time regular income
32 48 48 33
of wife
a. Wife is head 27 48 28 9 24 41
b. None 30 40 44 26 32 26
c. Less than $100 0 2 2 0 1 0
d. $100-199 0 0 1 0 2 1
e. $200-299 1 0 0 0 1 0
f. $300 and above 0 0 1 0 0 1
g. No others in house 0 0 0 0 0 0
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1
Part-time seasonal income 
a. Wife is head
of wife 
9 48 28 27 24 21
b . None 30 38 49 27 35 25
c . Less than $100 0 1 0 0 0 1
d. $100-199 0 1 0 0 1 1
e. $200-299 1 1 0 0 0 1
f. $300 and above 0 0 0 0 0 0
Combined monthly full-time income 
of all others in house 
a. None 18 7 48 30 21 23
b. Less than $100 1 0 1 0 3 0
c. $100-199 3 2 1 0 1 2
d. $200-299 0 0 0 0 0 1
e . $300 and above 7 3 2 0 2 2
£. No others in house 10 77 35 23 32 19
Part-time regular income 
others in household 
a. None
of
29 13 45 31 28 43
b. Less than $100 0 0 0 0 0 0
c. $100-199 1 0 0 0 0 0
d. $200-299 0 0 0 0 0 2
e. $300 and above 0 0 0 0 0 3
f. No others in house 10 77 34 23 32 0
Part-time seasonal income 
others in household 
a. None
of all 
28 10 45 31 27 24
b. Less than $100 1 1 0 0 1 0
c. $100-199 0 1 0 0 0 3
d. $200-299 0 0 1 0 0 0
e. $300 and above 1 1 0 0 0 0
Source of income of head 
a . None 2 5 1 2 0 1
b. Less than 50% from 
farm 4 2 1 0 3 1
c. 50-76% from farm 2 0 4 1 0 0
d. 75-100% from farm 0 2 0 0 0 2
e. None-farm (working) 15 33 36 15 37 30
f. Old age assistance 5 21 15 19 10 7
g. Other income (welfare 
aid, unemployment) 12 27 16 10 10 7
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Source of income from wife
<D O ’H 53 Si
a. Wife is head 9 48 28
b . None
c. Less than 50% from
16 19 24
farm 0 1 1
d. 50-74% from farm 1 0 1
e. 75-100% from farm 0 0 0
f. Non-farm (working) 11 10 13
g. Old age assistance
h. Other income (welfare 
aid, unemployment or
2 7 6
retirement) 0 6 6
Annual Family Income
a. Less than $1000 3 17 2
b. $1000-2999 8 32 27
c. $3000-3999 4 13 8
d. $4000-4999 4 6 9
e. S5000-5999 1 1 3
f. $6000 6999 3 6 3
g. $7000-7999 2 1 3
h. $8000 and above 14 9 6
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27 24 21
20 17 6
1 0 0
0 0 0
0 0 1
2 16 15
3 1 2
1 i 2
5 8 2
21 16 18
8 7 3
2 8 7
1 1 0
2 2 3
1 4 1
3 12 14
APPENDIX G
LIST OF AGENCIES PARTICIPATING IN LEADERSHIP TRAINING PROGRAM
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ASSISTANCE AGENCIES
Training provided for leaders In the area of "Assistance 
Agencies" was provided by personnel employed by each agency involved. 
Training lnt his area was concerned with:
1. The services that are available through each agency.
2. Ways and means of securing these services.
3. Eligibility requirements.
4. Other Information that Is pertinent to programs and 
services of the agencies that could help Improve the 
quality of life for rural families.
The following agencies participated In the leadership training
program:
1. Agricultural Stabilisation and Conservation Service
2. Cooperative Extension Service
3. Farmers Home Administration
4. Federal Housing Administration
5. Manpower Development
6. Medicare
7. Production Credit Association
8. Public Health Service
9. Public Welfare and Food Stamp Program
10. Rural Electrification Cooperation
11. Soil Conservation Service
12. State Forestry Commission
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